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Q)I THE INDUST!'lAL TRAIHlNG FlJl.:D (ITF) liIGERIA'

lqc so~ial, V'Jiit:~~l and economic aspirations of the people of a country are
the F~incir2l fac~ors in the formulation of Government policies. To realise the
goals a"d objectives of these policies, gradual improvement in the educational
stend~~J of the m~c.D~3 and the systematic training of the workforce especially in
~he t.ec:i',nif2al fi~ld, i-; a 'sine-qu~.-non'.

In the p~st thirty years or so, much of the legislative decisions and
Governments' policy guidelines in African countries, reflected much awareness for
vocatiopal cducatio"- and technical training which in the process culminated in
re-allocation of mini.sterial resronsibilities and setting up of administrative or
consultative bodicJ with specific and well-defined role in manpower training and
develop:cent.

In Nigcri~, the accelerated economic act1v1t1ee from the early 1970s, resulting
from the econociic boom revealed how heavily the country relied on foreign expertise
and mar."m"er far the execution of her various economic programmes as mapped out in her
nationQ; de\lt.~81Jrr..ent plans.

The ur3cr:t nep,; to initiate pOlicies which would encourage increased and more
effecti.ve indigenol!.s p.q't"ticipation in the national economy ~ as well as reduce the
nation'~~pendence C~ foreign expertise in the execution of national ~lans and
economic progrL,mnes led to the enu~ciation, as a directive principle of state policy.
of a national philo~ophy of e~oncmic self-reliance.
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Two inter-related n.~:';':-.~<-,r.~'::; ": ..1~\.2r\. by ~he ·t.hen h.=dcral j':1ilitary Government of
Nigeria which ailD0u at t~ansfer~TIg the control of industries and placing the
national economic destiny into the hands of l"igerians while adhering to the
principle of interIla[ional trade co-operation were:-

It •

i. Tl.e Dromulgabc,1\ of tlIe Nigerian Enterorises Promotions Decree (1970) and

ii. The estahlishmeIlt, by decrees, of three high powered manpower development
3.genclcs:-

(a) Th~ Industrial Training Fund. ITF 1n 1971.

(\» Til 2 Cent;:e for Management Development, Gill in 1972 and

(c) Th" Admi~istr3.tive Staff College of !'~igeria , ASCON in 1973.

The ~igeria~ Enterprisen Promotion Decree and the three manpower development
agencies listed above were mAchineries entrusted with the task of producing On the
one hand, highly specialised managers and middle-level manpower and on the other
hand highly skilled ~nd effective indigenous labour-force in the national economy.
The adoptio~ of dl£ pocicy of self-reliance :>nd eventual transfer of management and
other ancillary .cunctions t.o i"igerians envisaged that training and retraining of
Nigerians would be a cor.~inuous process to cope with the new responsibilities demanded
of them in the process of national development.

1.1 THE IMPLD1EPTATION OF I\~IGENISATION QF BUSINESS IN NIGERIA

The 1970 Indig~nisatio~ decree classified all businesses operatin~ in Nigeria
into three catcgl1r:.2'£;, n':1,I'v:::ly:···

a. Enter?ribeS e~-:clesively reserved for Nigerians.

,b. ~.lLa:.pris.; ... ill 1-..;;..;pa:c ui. v.i.~~:"":1 ~<i:CC;C:l'lanJ must have either majority (60%)
o!." ITlinorit} (4d:"t.) proorie;:ary interests.

c. EnterprisEs \..rriich can be 100% owned by aliens.

In 1977 an amend.rr..ent d8cree on. indi~enisation however reclassified 136
enterprise£ to thr~e as f01io~s~-

a. 40 (·enter:.r~_se'l ':'_~~.::lusively reserved for Higerians

b. 57 ilenter[';:,ises jli ·cespect of which Nigerians must have majority
proprietncy inter~sts (of at least 60% interests).

c. 39 "enterprises i~l respect of w~lich Nigerians must have at least 40%
int..::r'..~s'~ ,
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Under the 1977 decree, it became impossible for any alien to have 100%
proprietary interest in any class of business operating in Nigeria. At best, he
must share his ownership interests with Hi5;erians.

Some classes of enterprises which are hi~hly capital intensive found it difficult
to secure private Ni5\erian investors to team up with alien owners in compliance with
the indigenisation decree. Federal and State p,overnments came in as partners with
the owners of such enterprises holding their shares 'In Trust' for the people. This
was how the various Governments in Ni?,eria got involved in areas of economic
activities hitherto reserved for private enterpreneurs.

1.2 ESTABLISHMENT OF THE INDUSTRIAL TRAINING FUND (ITF) ArJD OTSEP MANPOl.rER DEVELOPMENT
OFGANISATIONS

As mentioned. earlier in this paper, three hiSh ryowereq manpower development
agencies of the Federal Government were established. This paper would give a vary
brief account of the activities of the CMD and ASCON before discussing in much greater
details those of the ITF.

1.3 THE CENTRE FOP. MANAGEMENT DEVELOP'1ENT (C!<D)

In 1972, the !ligerian Council for Manapement Education and Training was established
with the responsibility of co-ordinatin" the training and development of managers in
the economy.

The operational arm of this council is the Centre for Management Development (CMD).
The centre promotes high national standards of mana~ement education and training
through the development· of train inS curricula as well as the organisation of various
courses, workshops and consultancy services. The Centre also co-ordinates the activities
of other management training institutions and oreanisations ~uch as the 0igerian
Association of Schools of :1anagelnent Education ar:d Training (NASMET) and the I~igerian

Institute of Man'agement Consulta.nts (NIHCOil).

The Industrial Training Fund provides annual grants for majority of C"ID's major
operational projects and programmes, while the Federal Ministry of National Planning
finances the centre's administrativ0 expenses.

1.4 The ADMINISTRATIVE STAFF COLLEGE OF ~IGERIA (ASCON)

Also dealing with management problems is the Administrative Staff College of
Nigeria (ASCON), which was set'up by the Federal Government. It organises general
management courses, advanced mana~ement courses, as well as courses which are· focussed
on specific areas of management ,like Personnel l1anagement, Financial Nanagement and
Project Management. The college also offers courses leading to the award of
certificates and diplomas in Public Administration. The services of ASCON are
entirely financed by the Federal Government.
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2.0 THE INDUS'lTLAL 'JRAInr:G FJI-:D (ITF)

The Indust~ial Tr3ining Fund was the first of the three parastatals created by
the Federal :',ilitary Gove"nment durin:; the second 1,ational Development Plan period
(1970.,.74). It was estal-Iished by Decree f~O, 47 of ath October, 1971, "ith the aim
of "promoting and encourao;ing the acquisition of skills in iaduGtry and commerce
with a view of ~enerating a pool of indir;enaus trained manpower sufficient to meet
the needs of the econom~."

2.1 THE SOURCES OF REVEEUE OF' THE ITF

The statutory levy contributions paid by various companies in the industrial
and commercial sectors of the econo~y is the main regular source of revenue of the
ITF.

All companies with 25 or more employees are under statutory obli~ation to pay to
the ,IT"(1 a prescribed amount of levy. Initially, the rate of contribution was fixed
as ~% (half per cent) of annual turnover or 3% of annual payroll, which ever was the
greater. In 1973, by an amendment Decree, the levy contribution was revised to 2% of
annual payroll, which was f"rther reduced to 1% in 1976 following an upward revision
of salaries of workers. The 1% of ennual payroll is still the rate of ITF levy in
force.

The other source of revenue is through subvention from the Federal Government,
but except for the initial grant of N500,OOO (Approx. US$665,OOO) provided in 1972/73,
no further SU0v2ntion has been received from the Federal Government thereafter.

z. Z FUNCTIO~IS OF THE INDUSTRIAL TRAINI'!G FIJ~TJ)

To generate the needed pool of skilled and efficient indigenous manpower-, .the
Governing Council of the Industrial Training Fund is empowered by the Decree:

to provide facilities for trai~ing of persons employed in industry and commerce~

to approve such cour~_eG and faciLities provided by other persons ~

consistently and regularly to co~sider operational areas of industry and commerce
requiring special manpower development actions and to recommend tbe kind of
training needed, the standard to be attained and to ensure that such standards
are met;

to assist persons in finding facilities for training for employment in Industry
and Commerce;

to carryon or assist other persons in carrying out research into any matter
relating to training in Industry or Commerce;

to reimburse approved training expenses of contributing employers up to a
maximum of 60% of levy paid for eacb training year.

•
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This is the decision making body of th2 Fund. It is composed of a nominated
Chairman and twenty-two (22) members drawn from various sectors of the economy in the
following order:

(i) six (6) representatives drawn from the Federal"linistries of Industries,
Economic Development (Nanpower Eoard)~ Education t Labour, Finance, and
Agriculture and National Resources s

(ii) Four (4) representatives from the scates,

(iii) Three (3) from the National Employers Consultative Association,

(iv) Three (3) representatives of various chambers of Commerce and Industries.

(v) Four (4) from Trade Unions:

(vi) Two (2) persons with extensive knowledge of and close association with
Industrial Training.

This composition reflects the important role the Fund is meant to play in the
development of skilled manpower for the nation. The fact that members are drawn from
both public and private sectors underscores the co-operative spirit of the enterprise ­
the need for private employers, organized labour and the providers and users of training
to co-operate in identifyin3 training needs and devising training policy and systems.

A break down of the above composition reveals that only ten (10) of the twenty­
three (23) members of the Council are drawn from the public sector, while the Chairman
and twelve (12) members are from the private sector. By this arrangement the private
employers and workers are accorded a s~ecial place in the training scheme.

Council has three (3) committees which look into various aspects' of the Fund's
activities, namely:

(i)
(ii)

(iii)

The Staff Matters Committee
. Th~ training and Eesearch Committee

The Finance and General Purpose Committee

These committees have conscientiously and systematically nurtured the various
aspects of the ITF and, presently the Fund has become the most efficient manpower
development agency in Nigeria. It was in recognition of this fact that the Federal
Government up-graded the Fund from P"rastatal class "B" to "A" in 1981.

2.3.1 COffi1ITTEES OF THE COU~CIL

. ~o hasten the activities of the Fund, the Council established the following three
specialised committees:
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A. STAFF HATTERS COIf'UTTEE

This cOILmittee is responsible for the following functions;

(i) ensurin~ the efficient running of the affairs or the council in accordance
with the aiffis of the Fund

(ii) formulating policies regardir,g to.e administration of training, aimed at
furthering the objectives of the Fund, for the approval of the Governing
Council;

(iii) appointing all officers of the Fund ad :leterminin~ their conditions af
service, subject to the approval of the Council.

The Committee is made up of nine members of the Council includinp, the chail~en

of the other two committees and it is headed by the Chairman of the Governing Council.

B. TRAINIt!G AJID RESEARCH COMMITTEE

This cmmnittf:e which would appear to ~e the technical wJ.ng of tr..e council 1.5

responsible for the following functions;

(i) preparing for Council's consideration the tra1n1n!' and reimbursement
policies of the Fund, and keepi~~ them under review.

(ii) vetting and approvin~ individual company's training progra~es and
recommending to council the payrr,ent of appropriate reimbursements to
contributers;

(iii) advising t~~ council on which training institutions should be supported by
the Fund and for what purpose:

(iv) co-ordinating the activities of Conmlittees char~ed with training in various
industries;

(v) advisinJS on the provision of faeilitieg to me.et the demands including the
contents and duration of training cou~ses:;

(vi) initiating research into loatters relating to tra1n1nf fur employment in
industries, the means by which thase needs can he met, the steps necessary
to promote the' application of t~e results of research and making recommendations
accordi~gly.

C. FINANCE AJm GErE~AL PURPOSES COMMITTEE

This committee has the following functions"

(i) considering the annual bud~et and audited accounts of the Fund for final
approval :'

(iO advising on the hest 'lays of investin·~ Council's funds.
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2.4 EAPLY DEVELOP!e!E!'T AT TIlE FUND

To translate the responsibilities inherent in the above mandate to quantifiable
terms for the purpose of imolementation, the Industrial Training Fund in its first
two years of operationr sought to:

(i) ,generate continous industrial training consciousness among all employers
of 1a1:> our •

(ii) develop and store a wealth of information and expertise on local industries
and commerce in Nigeria.

(iii) give financial and expert support to boost the activities of the existing
industrial training institutions and establishments; and

(iv) carry-out surveys and evaluate existin~ training facilities and programmes.

By early 1974, the Industrial Training Fund had completed the first phase of a
survey aimed at appraising the manpower training and development problems in industry
and commerce.

It was observed from the results of that exercise that'

although many business executives were aware of the importance of training and
retraining as instruments of operational efficiency and economic growth, only a
few organisations were offering systematic or meaningful training to their staff;

the training function even among the organisations which organised training for
their staff, training was unplanned and unsystematic,

training was not regarded as an integral part of companies development policies;

very many companies paid their Industri3l Training Fund levy as a mere statutory
obligation which often was seen as additional financial burden on them;

a large number of organisations had no staff assigned with specific responsibility
for training and in most cases where staff were so assigned such responsibilities,
they lacked expertise in staff training,

many Chief Executives were scared of executing staff development programmes for
fear of losing their staff after training to competitors.
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The above listed observttions posed vital challenges to the Industrial Trainin~

Fund. As part of its at~2mpls LO solve the proolems indenti£ied as listed above, the
Fund pre-occupied itself with assistance to employers in order to realize the following
broad objectiv2s

(a) that training r.-l~st bE-come an intej~ral part of eac:l company~s operational policy:

(b) that the tr~ining ueeds oi each firm or or~anisation must be identified and
appropriate plans 2nd prosrf..mmes be J.esi3ned or adapted to meet the identified needs;

(c) ~hat employees InUSe be encouraged to acquire t,le skills relevant to their jobs;

(d) that training levies paid to ""e rI!dustrial Training Fund should be seen as a
co-operative venture betwe€.l. employe:ts and eovernment and not regarded as an
indirect means of tax2tion~ and

(e) that training program;;:"" implsll1c:lt8d by emplc:!"rs be periodically evaluated in
order to determine their effectiveness.

The adi"" - plan <.:onci""i'!dand instituted for the 'realization of these objectives
consists of thirty-fiv2 (35) short term, mecium and long range inter-related programmes,
which 'l;vere the r;pr:;_ng-bc:,~("-l fnr !1.luc.'.1 of the Fund; s achievements. These are contained
in the attached Ap;;en'Ji:: I.

3.0 THE EVOLUlIOF OF A FUNC1'lm'AL ORGANISATION STRUCTURE; ITS ESTABLISHMENT
AND eONsor. IDAT:UW

In the prece,Eng seLti.on, ':8 recounted the genesis of the Industrial Training
Fund and proceedEd to "utline tl>e various steps taken and the procedure followed for
the artic~lation of its,· rnanpm-Jer cievclopment' ;ervice's:

The Fund's policy ~nd op2Lat:onal arms were g at that time, made up of the
followin~;-

(i') 'At the ape>: of the ?u~d w~s the GO'1erning Council ",ith its three Advisory
cornmit:ecs (t~e Staff Matters, the training and Research, ,a~d the Finance
and General Purpose Committees),

(i1.) The office of nth" Secretary' and Executive Head of the Industrial Training
Fund,

(iii) A Finance Department for. the collection of levies, the ,disbursement of
grants·-in-aid of training and for the payment of approved expenditure
incurred by cont[ibuting employers in the accomplishment of training; and

(iv) A Training Department - zor the c1et'Ormination of the goals which training
wil: seek tc accomplish, trai~ing needs analysis and identification, the
preparetion of tr?ining plans and programmes to meet identified needs, the
providicn of 2dvisorj and consll::~ncy ['2rvices; implementation of training
prescribed; and the eValuation of the results of training for the improvement
of efficiency and effectiveness.
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3.1 TIlE ESTABLISffi1ENT OF AREA OFFICES

In order to bring the Fund's tra1n1ng and advisory services as near as possible
to the employers and to facilitate the collection of levies, field offices, known as
Area Offices, were opened at state capitals and other major industrial centres. The
first Area Office was opened in Kano in September, 1974 followed by that of Benin in
December, 1974, and the Kaduna Area Office in May 1975.

The Area Offices in Ibadan and Aba were opeuel in ~pril, and :1ay 1976 respectively
while Jos Area Office started functionin?, in October, 1976.

In 1977, the number of Area Offices had increased to
of the Ilorin, Port-Harcourt and Calabar Area Offices 1/.
new offices were opened in Sokoto, "aiduguri and Enugu-to
Area Offices.

ten (10) with the opening
Early this year 1984, three

make a total of thirteen (13)

3.2 CONSOLIDATIO~ OF l~E FUND'S ORGANISATIONAL STRUCTURE

In 1976, the Federal Government gave approval for an upward revision in the status
of the Industrial Training Fund which led to the creation of the post of a Chief
Executive for the Fund with the designation of Director, Industrial Training Fund.

By July, 1976 the professional staff strength of the Fund had risen to 60,
inclusive of staff at the five (5) Area Offices then in existence.

In consonance with the up-grading of the position of the Chief Executive of the
Industrial Training Fund, a new organisation structure was approved for the Fund in
1977 by the Governing Council. Under the new structure, three former Divisions ­
Training, Finance and Administration - were each elevated to Departmental levels.

!/ Appendix II shows the stages of development and growth of ITF area Offices.

Appendix III shows the geographical locations, in Nigeria, of ITF Area Offices.
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3.2.1 THE TRAINING DEPARTIlEi'iT

3.2.2

The Training Department was made Un of four Divisions \/hich were to perform the
following functions:

Pro:;;ramme and Planning rivisimL c'1arged with responsibility for the Fund's
programme develop,nent. records and statistics directories and registers of
training facilities and resources, training requirement surveys and data,
Fund's programme evaluation and feed-back, 1iaison with the National iIanpmyer
Board;

Advisory and Consultancv Division: responsible for lIirection and co-ordination
of activities in Area Offices: evaluation of In-Plant training. advisory and
consulting services; training standards and guidelines: regular technical
assessment of reports for COQ7any trainin~ Claims. Advisory Boards and Committees,
group training schemes, vocational improvement centres and. liaison with
professional organisations.

Training and Development Division: looked after the Fund's staff development.
technologists/technicians traini:l~~ student industrial TtlOrk experience, 1iaison
with Centre for Management Development (Management and Supervisory Training):
instructor, foremen and chargemen training apprenticeship, operatives and
semi-skilled training; industrial safety training; approval. of training programmes,'
processing training claims based on technical assessment reports.

Research and Technical Division: "endled industrial training research, methodology
and technology, industrial training information serVices', national industrial
training library; audio-visual resource facilities and centres and fund-owned
training programmes.

FINANCE DEPARTMENT

At take-off in 1972, only two ?rofessional staff were in the service of the Fund,
one each in the Finance and Administration Units. A decision had been reached as a
matter of priority that the Fund should have a well organised Finance Department
to cope wit" the increasing financial res?onsibilities.

Thus, by 1976 the Department had a staff c,trength of fifteen professional
Accountants.

Considering tne importance and intricacies of levy collections as well as to ensure
speedier reimbursement of employers' annual training claims the Finance Department was
restructured, in 1977 into three distinct sections namely:

Budget and Investment
Final Accounts, and
Salaries Sections.
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The Industrial Traininp, Fund's Ad~inistration Department continued to grow over
the years. From a single professional staff (the Secretary of the lTD) in,1973, the
number of professional Administrator rose to nine (9) in 1977. Are-organisation
of the Administration Department in the same year, saw the emergence of"thr,;,e sections ':

Establishment and Personnel:
General Administration; and
Public Relations.

This organisational arrangements outlined above re~~ined in operation until 1981,
when a major transformation took place in the whole organisation structure of the ITP.

4.0 THE REORGANISATION 07 ITF IN 1931

In January 1981, the ITF was upgraded from Class "Bn to Class "A" parastatal '!:../,
and the post of the Chief Executive which was hitherto in the rank of a Director. was
also upgraded to the rank of Director-GeneraL The existing departments were
restruc"llred in conformity with the responsib'tlities which since the inception of
ITF have now assumed new dimensions and diversification. Initially, the ITF being
a National Training Organisation, the most significant changes in the process of
re-organisation took place in the whole set-up of the Training Department.

At first, the existing Training Department was split into two (2) departments
each under a Director viz:

i. Planning, Research and Technolo~y Services (PRT) Department
ii. Training and Consultancy ( T & C) Department

2/ Parastatals are bodies set up by Government to carry out, in the public interest,
different kind' of operations, or render v~rious services. They are sustained
wholly or largely by the :investment of public funds in them in order to advance
some aspects or the other of public policy. Their classification as at 1981
were based on (i) nature of business or operation (ii) size and importance
measured by reference 'to factors such as the number of employees on the payroll
or the total capital invested in them. In ascending order" Class "B" headed by
a Secretary, Class "B" by a Director and Class ,.A" by a Director-General.

: f
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Later on, in 198.3» another ne\J Trainin3 Depart:1lent t the Vocational and
Apprenticeship Training (VAT) Department was established from the PRT Department.
This VAT Department deals snecifically with the National Apprenticeship Scheme which
the Fund has been charged with fashioning out policy guidelines and administer the
scheme on a_. n~.tt6nal basis. Other structural and organisat-ion changes include
merging of 'tne" Administration and Finance into one Deoartment under a Director.
Also in 19B3, a new Division under the Corporate Affairs Division (CAD) was
established in the Director-General's office.

The present composition of the ITF as well as its organogram arc attached herewith
as Appendix VIII. The duties and responsibilities of each Department/Division are as
enumerated below:

4.1 THE TRAINING AND CONSULTANCY DEPAP.Tl1E~IT' consists of two Divisions:

Advisory and Consultancy, and
Training and Development Divisions.

(i) The Advisory and Consultancy Divi~ion

Co-ordinates the Advisory end Consultancy services offered by the Area
Offices to contributing employers.

Processes the reimbursement claims submitted by contributing employers
for all approved training programmes implemented by them.

Co-ordi.nates and assists the efforts of the Area Office in the execution
of In-Plant training schemes, and

Through the Fund's Grou" Trainin~ Scheme, encourages s~ll and medium­
size firms to pool resources together and set-up Group Training Centres.

(ii) The Training and Development Division is responsible for;
I

the co--ordination and implementation of the Fund 1S Direct Training
Pr0l;>rammes.

The evaluation of e~ployers trainin?, facilities and programmes.

The preparation of-,Trainer I s danual and Training Guides.

The In-House training programmes for the different cadres of Industrial
Trdining Fund staff for un-dating knowledge and for the acquisition of
new skills and attitudes.

4.2 THE RESEAFc:H. INFORMATION AND TECIl'iOLOCY SERVICES DEPARTMENT

Consists of the Research and Information and the Training Technology Services
Division ..
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maintains a data bank of information on the tra~n~n~ and levy collection
activities of the Industrial Training Fund for planning and development
pur1?oses~

is responsible for the production of Directories of training facilities.

organises an Annual Trainin,!7, Conference ~ a forum for the exchange of
ideas and the evolution of decisions on vital issues relating to training
and manpower developQ~nt.

is responsible for L~e 2stablishment and development of the Industrial
Training library at the Industrial Training Fund H2adquarters and its
subsidiaries at the Area Offices.

(ii) The Training Technology Services Division of the RITS Department carries out
the follo\\ring fUllet ior."" .-'

Design, development and prod'lctian of Audio-Visual sof~ware and materials
in support of thp. Trainin3 function.

Encourages the skillful and ;ncrease usage of Audio-Visual hardware and
software through the operation of an Audio-Visual equipment and software
loaning service.

Promotes the diffusion of the goals, techniques and methodology of
instructional t.ec.hnulogy through the organisation of the I'workshop on
the Preparacion a.nd use of Training aids;' and

is responsible tor tne Fund's Printing Press and the Production of
Printed matters.

4.3 THE VOCATIONAL AND APl'PE.JTICESHIP TR11.INING DEPART1"iEn

The need for a Department
training was made manifest b~

tc deal specifjcal1y with vocational
the fol!owing observations~

and Apprenticeship

i. Despite the heavy finaneial cD~itments and the efforts of the Industrial
Training Fund to see vocational and apprenticeship training system, vocation
trainin~ ren~ined in a poor stEte nation-wide,

ii. The curricula of technical education was rather cumbersome and theory­
oriented;

iii. Training offerej by vocational training institutions used diverse curricula
and syllabi and were often desi3ned to suit the capacities of available
human and material resou~ccs and fecI far short of required standards for
effective training;

iv. Certification was carrie,d out by an unwieldy number of examining bodies; and

v. The gap between industrial requirements and the terminal performance
capabilities of the graduands of vocational training institutions increased
with time and with the advancement of technology.
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The Fund thereafter shifted its em:!18.sis f:,')~c '·s'Jp~orf".in'j tr:lining through
financial and other incentives i

• to a more "Hctive involvement in training 'i through
the establishment of

a. ITF-o\med indus::ry-ori,...?rlt~d .Toc;ltional tl'aFll:l"'; ::'::'f:ntr~ and
b. A unified and stai1cardf.zeJ system of national apprenticeship.

The Department is cha~ged ,.,it" tbe rosponsibility of:

imp lementing the Fund i s ~\prretllic e5~ip Tr5.i~j ng Sche.rr·.c.

the establishment ane tLe ~upervisioll of t:l,~ F-:..1,fJ':ll:; In.:'tl~uctor Traiuing Centre
(the centre became. oper3.v:,onz..:.l tr~is ye:::'1:).

the establishment c1n<:l co·-ordi-.lution 0:;: tn.e -~'+.1nd ~:3 vocational Training Centres if.
initiates all actiC'ns t!2t::essary fo!~ thr2 an2c::rc.?rrt of E: i'Jational Apprenticeship
scheme.

These functions arr~ carricO. Qut at ~j_v;;"sional level by th~ Vocational and
Apprenticeship pLsnning 2nd th2 VO~3tional and Apprenticcbhip Op~rations Divisions.

4.4 FIFANCE AND ADNINTSTI?A~ION DEPARTI'lE;,7T r,13.d(~ up of a Finance Divi s ion and an
Administ~.lti..,c Di'..risio~,

1.. The Finan'==:2 Di.v::'s'i_on is composed of t1;'70 sect.;_ons viz. (G~neral Accounts
:::(: ... ;:1.on and the ~i..l{l·;et: Revenue ::lpd Reiulcul'sC:.l7''2nt Section). This Division

nren9.res th~ .?,nnp..oii 1:Jl1c~e~ (',f the =n(-.1·.8tr~··'.J. ?rainin~ Fund;

maintains cor..~pl(>'~0. u.cCC;jr:til.~ :'"?cc::'--~~~ ,'y~ all finan~ial operations of the
Fund~

effectively cUUT)~_e:2'~ntJ the e.:7fc:L'ts ot th·;: Area Offices in collecting
lev:7 through a T?_sk Force Unit;

effects p':l)'De.nt eof l"e:2"rrent. &~ld c.apital ~x:,;~nditure in accordance with
the o~erati7e hudg~t~

man.?ges the investncnt portfoli'J of th,~ Fund;

providGs Morthly and annuel [~nancial st~tements on the operations of the
Furd in compliance wir:l stat 11tory provisions"

ii. The Admluistrative Division comprisin~ the Personnel c~nd General Administration
Sectio"..13: -

ensures eff~ctive implementation of the Fund's policies 1n respect of all
admicistr~tive mntters.

TI13.int:ains p2'csonnel records.
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organises the recruitment and the deployment of staff in
response to determined or~anisational needs&

ensures the maintenance of staff welfare services in line
with staff conditions of service and operational guideline.

ensures the over··all maintenance and enforcement of discipline.

processes staff appraisal for confirmation, promotion purposes, etc. 2

4.5 THE PUBLIC P~LATIONS DEPAFY.1ENT is assi?ned the following responsibilities:-

enlightening the general public on the activities of the Fund
through the dissemination of information either through print or
electronic media.

the arrangement of passages to facilitate staff movement; and

ensuring effective communication from within and outside the Fund.

4.6 THE INTEF~AL AUDIT ~EPARTMENT carries out the scrutiny and investigatory
functions over all financial and accounting operations .of the Fund. It also renders
advisory services to the Management.

4.7 THE LEGAL DEPARTMENT is responsible for

the preparation and drafting of the Fund's legal documents.

recovery of debts owed to the Fund by liable contributors, staff
and other parties, and

the provision of legal advice to the Fund's Management.

4.8 THE CORPORATE AFFAIRS DIVISIOi' as its name implies monitors the corporate
achievements of the Fund's goals, objectives fu,d workplans. The Division also has
its responsibility:-

orlglnating and documenting for Nanagement's consideration new
and improved policies and plans on Fund's Administration Training
and Financial activities.

periodic review of Fund's organisation and methods services (O&M)
to ensure effective utilisation of available human and material
resources.

the monitoring of the field activities of the Area Offices
identifying the strengths and the weaknesses of their performance.,
and

the monitoring of the Fund's capital development projects.
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4.9 THE FUND'S APEA OFFICES perform the underlisted functions,-

the implementation of short off-the-job trainin~ courses workshops
and seminars.

the evaluation of t~e effectiveness of the Fund's training programmes
as well as those of contributing employers.

the Design~ development and execution of In-Plant Training Schemes.

In-Company Training Advisory Services.

the processing of re-imbursements to contributing employers in respect
of ap~Jroved trainin?: courses organised by them, and

levy collection from liable contributors.

The Fund's present organogram ~s attached as A~pendix IV.

4.10 STAFF OF THE FUND

,As at December 1983, the total staff strengt', of the Industrial Training Fund
stood at 1,040. There are over 150 professional staff 'in 'the services of the Fund
at its Headquarters, Vocational Training Centres and the 13 Area Offices. The Fund's
intermediate and junior staff number about 890.

, The Fund's professional staff are daily in close contact with their counterparts
in industry. The professional training ,staff, designated as Training Development
Officers (TDOs), assist employers in industry and commerce to identify training
problems, design and iffi"~ 1ement pr():ST..~mmes ,to sol ve the identified ~roblems. In the
process of successfully discharging their responsibilities t,o industry and commerce,
many of the 'Funds professional staff are often targets of poaching from the ITF.
The companies in the private sector are able LO induce a number of these staff with
more lucrative pay and frinee benefit existing in the sector than those of the
public secto'r. The Fund has already put up a very strong case to Government for the
removal of ITF from the Federal Public Service unified salary gradings~

5.0 OPERATION OF THE FU;,m i S LEVY MID GRANTS SYSTEHS

The main source of revenue for the Industrial Training Fun~ is the levy collected
from liable employers as obtained out in Section 2.1 of this paper.

5.1 DISCOVERING !lET'; LIABLE El1PLOYERS

Various· means are used to enli8t new liable levy contributors to the Industrial
Training Fund. These include information from telephone Directories, Directory of
Commercial and Industrial Establishments, Board of Inland Revenue, Employers Association
Registers~ Chamber of Commerce, Register of Companies and Business names, etc.
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Two ITF forms a~c currently in U8e, ITF form 7A on completion by a newly
discovered company enables the Fund decide whether the company is liable to
contribute to it or not. If the company is liahle, it will be required to complete
ITF form 5 which contains relevant i.nformation i~cluding the payroll of all its
employees.

5.2 DEFAULTING E'WLOYERS

Defaulting employers are employers who are liable to contribute to the Fund
but have failed to pay all or part of their annual statutory contributiort since
incorporation. The cut-off period is the date the Industrial Training Fund Decree
was promulgated in 1971. Defaulting; employers can be classified into two categories
Chronic and Ordinary Defaulter". A chronic defaulter is an employer who has not paid
the Industrial Training Fund levy for two or more years. An ordinary defaulter is an
employer who owes one year's levy.

The following are some of the reasons for defaulting:

.=I~g",n:::o:.tr:.::a~n;,c:..:e=---.:o:::f,---t",h"e,=-:::ex?-"i:::s=t:::.e",n:.::cc::ec....::o:.:f::--;t;.:h:..:e:..,..:F:..:u:;:n:;:d::: Some companiesc1aim ignorance 0 f
the existence of the Fund. This is attributed to communication gap. However,
since ignorance of the law is no defence, one cannot excuse such employer
from being liable.

Fear of Dealing with Government: Some private and unenlightened employers
feel reluctant to have anything to do with the Government. This can be
attrihutedtQ, ignorance or reluctance to disclose information which they
consider confidential to them.

R"cession In Trude, SOG:e employers attribute inabili ty to pay levies to
the 'world wide economic recession that has also affected the Nigerian economy.

5.3 VERIFICATIOI; OF EMPLOYEF,S RECORDS

IT~Form 5 is completed by companies ~hich have been confirmed qualify for
registr:~ti,on as a result of the completion of Form '7A referred to in Section 3.6
oft;ilis paper. The informaticm contained in the form includes all the facts
required to be disclosed in Form7A: In addition, employers will be required to
provide information on the amount ryaid to ereployees as remuneration.

Since all employers do not disclose all the information required in Form 5,
the Inspe~torate staff at each Area Office are expected to visit all eon~anies

which. <;olllP~ete Form 5 in order to' ~heck the correctness of such infor6ation provided.
Experience has shown that in many cases, c~,panies have understated the'renumeration
paid to employees. This is as a result of ommission of 'some leviable items in their'
manufacturing, trading or profit and loss accounts.
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5.4 PROCEDUP£ FOR REIMEURSEMENT

The Fund is expected to reimburse contributing employers 60% of the contribution
paid if they can satisfy the Fund that they have carried out meaningful and
systematic tralnlng. Employers are expected to fulfil the follol,ing criteria in
order to qualify them for reimbursement;

The training years' levy must have been paid.

A written training policy approved by t~nagement and made known to employees
must be submitted to the Fund.

The training plan must be acknowledged and the progra~nes based on
identified training needs must be submitted to the Fund for approval before
commencement of training.

Production of satisfactory evi~ence of trainin~ already implemented.

5.5 THE 3R: REVISED REIMBUPSffi~ENT & GRAKTS SCHEME

The third revised reimbursement and grants scheme issued in December 1982,
provides that an employer can qualify for basic reirnblrsement up to 60% of the
levy paid in each training year. The employer must have trained 15% of the total
work force to qualify for maximum award of 60% of levy.

The areas of reimbursement aIJard common to all c.ontributing employers are as
follows:

Safety training and training of managersfinstructors both attract a
maximum total reimburseuent of 9% of the levy paid.

Other main areas of trc.ir.ing focus on Manage.ment, professionals, senior
technologists and other specialists, supervisory, foremen, chargeh~nds,

skilled training, ·occupational apprent.iceship and operatives, relevant
education/correspondence courses. All these carry a total of 51% of levy.

The Fund has already undertaken a series of field testing of the 3rd Revised
Reimbursement and Grants Scheme, using its Area Offices. The initial indication
has been rather positive that employers would benefit slightly more from this scheme
than.its predecessors. The Fund is convinced that the new Reitr~ursement and Grants
Scheme be~ng introduced would ensure that training is spread through all the
cadres of s~aff in any company that wishes to achieve the statutory maximum reimbursement
of 60%. After the full implementation of a few years training activities, a further
review of the present reimbursement and Grants Scheme "ould be made in o;,der to
keep abreast of the needs of the economy and the eXDenditure pattern in staff training
and development of contributing employers to the ITF.
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6.0 MAJOR PROBLEMS CONFRONTING ITF IN ITS OPERATIONS

It is not the intention in this presentation to show that all have been or are
presently smooth sailing for the Fund in the execution of its assigned functions.
I therefore wish to briefly discuss two of the issues that have always posed great
problems for the Fund.

6.1 LEVY COLLECTION AND THE DEFAULTERS

The Fund, hao over the years, virtually relied on levies it is able to collect
from liable contributors. These are all employers with 25 or more employees on their
respective payroll.

Each Area Office has a team of levy inspectors who regularly undertake levy
collection and inspection drives in all companies located within their res?ective
areas of jurisdiction. As Area Offices are working at just about half of their
established staff strengths, a levy collection task force consisting of Accounting
Inspectors from the Fund's Headquarters Inspectorate staff from time to time reinforce
Area Offices in order to recover outstanding and or unpaid levies.

Despite all the efforts of the Fund's levy inspectorate teams, many liable
contributing firms are ~on~tantly in default as regards their annual training, levy
obligations to the IfF.. :

The Decree establishing the Fund provided penalty for late 'paYJllent or none-payment
of annual training levies due, and also allows for the recovery of both dues and
penalties through litigation if need be. The Fund has, however, invoked. these
provisions only as a last resort ,·,here 'the defiance of recalcitrant defaulters is
bound to have adverse effects on their counterparts who are regular in their levy
contributions to the Fund.

6.2 RELUCTANCE OF EMPLOYERS TO INVEST ON MANPOWER DEVELOPMENT

The Decree that established the ITF gives it the authority to collect tra1n1ng
levies from liable corporate organisations in addition to the responsibility for
encouraging liable contributors to develop and implement systematic training policies
and programmes for their worker. However, the ITF Decree did not provide any clause
that could compel emplJyers that pay their annual training levies, to train their
staff. All along, tho ITF has relied entirely on encouraging them through the
reimbursement of their training expenses and other direct training and Advisory
Services, etc. in making these categories of contributors implement any training
activity in their company. Consequently, many contributing employers only pay their
levies to comply with the law but have no policy or systematic training programmes
for their staff. In recognition of this fact, efforts are being made to amend the
ITF Decree by inserting a compelling clause which will make employers not only
cO~tribute but also train their workers.
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6.3 WEAKNESS OF LEVY SYSTEM

The funding system of a national Manpower Development Agency like ITF which is
based on a single criterion of payroll figure does not seem to be quite ideal.
Serious depression in the economy as a result of world recession, the danger of such
a system is too obvious as buoyancy of the comoanies and consequently of the employment
situation are drastically affected under extreme adverse conditons of economy. A
marked depletion in the strength of labour-force will inevitably have direct effect
on levy on payroll basis, out of balance with far re~~hing consequencies. In such
a situation, it would be extre~£ly difficult, if not impossible for the organisation
to perform its very specialised assigned jobs~ to provide direct training centres
and to carryon with other capital projects besides meeting the cost of its
Administrative overheads. The Industrial Training Fund of Nigeria is in search of a
rrnreequitable formula for its continued sustenance.

7.0 OUTLOOK FOR THE FUND IN THE 1990s

As the ITF steamlines its human and financial resources over the years, so
it continously review its functional set-up to ~Atch reality and especially the
resultant pattern that best suits its organisational development. This clearly
precedence over any attempt to evolve a "standard,e or "model,e organogram, etc.
following issues appear tobe foreseen as areas that may bring drastic but more
effective changes in the Fund's overall set-up.

7.1 COMPOSITION OF THE FUND'S GOVE&~ING COUNCIL

did

took
The

Over the years the ITF has been fortunate in having high quality membership of
its Governing Council. Each of the Committee of The Governing Council has always
critically assessed policy issues referred to them by the relevant arms of the Fund.
Through the members of these committees, the Fund's Governing Council has centred
their efforts on policy issues. The fund's Management has been left to handle its
day to day affairs along the administrative, Financial and Training policy guidelines
laid down by the Governing Council.

Despite the above however, the Governing Council's membership, which stands at
23, is considered rather unwidely. It has been strongly suggested that this
number ought to be pruned down to not n~re than 13 members, in order to have both
reduced cost of Council's expenses as well as greater efficiency. The Fund is
presently studying the most effective way of maintaining the present cross-sectional
repr~sentations of private and public sectors' industrial and commercial interests
in a much reduced council membership.

7.2 DEVELOPMENT OF AREA OFFICES

At present, the bulk of the Fund's services to the generality of the employers
are rendered through its Area Offices, presently numbering 13 and scattered allover
the Federation. It is no doubt that while many more Area Offices are being ,established,
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the existing cnes will continue to he further strengthened. The fund is working
hard on a programme of developing existing Area Office to become virtually
autonomous in order that their Officers-in-Charge (Area Officers) could be vested
with greater authority to take rr~re decisions on-the-soot, with little or nO
reference to the Fund's Headquarters regarding their normal operations.

7.3 REMOVAL OF ITF OUT OF PUBLIC SERVICE STFUCTURE

Owing to the daily contact which the Fund's profesaional staff members have
with their counterparts in industrial and commercial concerns, and the frequency
with which professional staff of ITF are poached by employers in the private sector,
concerted efforts are being made to get the ITF removed from the public service
structure.

The attempts in this regard have not yet yielded fruits, but the Fund's
Management is still pressing on. It is strongly believed that the ITF should
be allowed to operate as near as possible to the private sector companies which
form the bulk of the target population of the Fund's services and programmes. If
allowed, the Fund would therefore experiment with various structures and come up
with the best that would suit its peculiar circumstances.

7.4 CHANGE IN TIlE FINANCIAL STRUCTURE OF THE FUND

The only regular source of the Fund's revenue are the levie. collected from
liable contributors. The Fund's rate of levy has been altered twice from 3% to 2%
and finally to 1% of the annual payrolls of liable employers. The present rate of
1% has been in vogue since 1976. The Fund's recurrent and capital expenditure
have increased tremendously since 1976, and the absence of any Government subventions
have both established high demands for additional sources of funding the ITF.

In the not too distance future, the Fund may be constrained to request go~rnment

to increase the rate of levy from the present 1% of annual payroll of contrbutors.
It is appreciated ttat any increase in the rate of levy will demand a corresponding
increase in the level of employers' training claims since both .are tied together.
From the early portion of this paper. it is obvious that the Fund is ready to meet
the challanges of further improved services to its contributors in order to justify
levies collected from them. If the quality of the Fund's services and activities
drop, a lot of problems will immediately show up, such as to make the collection
of existing rate of levy very difficult, not to talk of with an increased rate of levy

It sbould be pointed out hovever that some centrally funded training (levy)
systems in many parts of the world do not have a reimbursement arrangement. The
contributors are only off red services and facilities, which include a large number
of non-formal Vocational and Instructor Training Centres quite distinct from those
of the formal educational trainlng centreS. The SE~AI of Brazil and In;E of Venesuela
are very good examples of this syntem. Both SENAI and INCE run, in their respective
Icountries, hundreds of very good vocational and apprenticeship training centres.
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8.0 CONCLUSION

The ITF sees itself as a continually developing and dynamic entite eSllecially
during the next decade i.e. 1~85 to 1995. During the last decad~; the JfF
equitably combated with a number of teething problems, in spite of which, it went
a long way in fulfilling the objectives for which the Fund was established. It
has already created training avareness generally in the economy and also proved to
be a formidable catalyst in influencing a large number of private sector employers
to be much more training conscious. Up till a few years aBo, a large pr~portion

of contributors to the ITF merely paid their levies and could not be bothered
about systematic training of their staff. Presently. a large number of the Fund's
contributor not only train systematically, but now also receive the maximum
statutory reimbursement as evidence of adequate and meaningful training activities
for their indigenous WOl force.

Also during this period; ITF changed its emphasis from the reliance on the "use
of monetary" incentives" to "active direct vocational training". This has led to
the establishment of ITF's model Vocati~nal Training Centr"es, the fil,s,t."of .mich
already became operational since May, 1983. The fund's enlphasis has been directed
to the technical training of the intermediate and lowei manpower levels, as this
is the Area of greatest shortages in the nation's bid for her economic independence.

As a dynamic organisation, the rTF's structural and functional set-ups have
always been modified to cope with the complexity and volume of its work rather than
sticking to any model structure. The Fund thereofre has been in a position to
consider and accept existing structureif,toundexpedient.

The Fund's Management has alJays placed the greatest emphasis on streamlining
the structure and functions of the Fund, based on the challenges and scope of the
programme of work to be achieved within specified periods."

Having accumulated some considerable experience in the implementation of a
centrally funded tr4ining system over the period spanning more than a decade, the
ITF of Nigeria is ready at all timos, to share such experiences ~ith other sister
African nations, in particular, and the international community in general. The
establishment and systematic development of the ITF of Nigeria and its activities
and services recounted in the fore-going are very strong attestation to the
viability and usefulness of centrally ,f~nded training systems in a developing
country. It is also a manifestation of a su·ccessful example of the collabOrative
venture between government on the one hand and industry and commerce on the other
in the acquisition of skills and the creation of effective indigenous manpower
resources in a developing African country setting.
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Appendix I

INDUSTRIAL TRAINING FUND SHORT-TERl1, I~EDIUH

M!D LONG-RANGE PROGRAMMES, 1972

1. Organises and conduct a series of tra1n1ng courses and seminars for Training
Officers and Instructors of contributing establishments.

2. Organise Industrial Boards or Advisory Committees for all occupational fields.

3. Establish Induatrial Training Fund's service to provide comprehensive and
regular information on Industrial Training Fund and its activities.

4. Expand contribution base of ITF to cover all employers that are liable under
the. r·,- ..:.-.1~1icns .:,:.: th~ Decree.

5. Develop a Training Advisory Service to assist employers ascertain and define
their training ne~ds.

6. Establish a ;;egistered; organised and standard upprenticeship programme.

7. Develop tTai.nin~. ryUrsee based 0;1 mndules of employable skills to upgrade skills
lQ.v·~l ~.' < j,'ru"y:-t:"T:.i..ty 0: ~Hg(·l:ieD. Labour- Force.

8. Assis~ the Vocational 11Dl'rovem"nt Centres to improve their effectiveness and
broadprl the E~OP3 of their coverage to all parts of Nigeria.

9. Assist the Centre for l~nagement D~velopment to expand its activities.

10. Assist ~n the reorganisation and improvement of training by all trade centres,
vocational schools an:l polytechrJ.ic€.

11. Organise a well e",,;ppecl and staffed centre for research, development and
production of Audio-Visual Aids and Materials.

12. Provide adequate administrative and supporting services to the Governing Council,
its Committees and the Industry boards.

13. Open all training course to girls and women and promote their participation in
order to improve utilisation of human resources.

14. Demonstrate that employers' contributions will be entirely used for training
and not for the Fund's Administrative costs.

15. Issue definite training and grant policy statements and finalise reimbursement
rela~iftn to training costs.

l~. Establish working relationships with univers1t~es, polytechnics, technical
colleges, trade centres and ochool of Mines.
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17. Establish the relevance oc trades tedts standards to the needs of industry
and their possible use in preparing training recommendations.

18. Determine which training facilities to set up and \lith Yhat priorities, craft
level, supervisory, maaagernent and in what fields.

19. Investigate possibility of setting up Group Training Schemes with employers.

20. Develop a system for training of supervisors. fore10en and headmen in the
areas of job instructions, human relations and job-method improvements.

21. Develop a manpower training requirements forcast in collaborati.on with National
Manpower Board. This would provide a basis for the Fund's long-term training
and development planning.

22. Co-sponsor with pub"lic and pr;vate educat i .ol'1 and tra1nlng institutions" studies
concerning the need for up-dating instructional capability, mOdernising
equipment and facilities, etc.

23. Develop the capability of the Pro~ramme Department to provide training and
development co-ordination services.

24. Provid" a scher.'" ,:r,2r eby poter-tial professional training people are employed
by public and ~riva~c sectors ~nd institutions and assigned to undergo on-the­
job training in the Fund for 6 to 12 months.

25. Establish a good roference library on manpuwer training and to continually
serve as a clearing house and repository for data-bank on training for
Nigeria and pos$ibly w~st Africa.

26. Reconstruct the trade centre programmes to integrate the training with
In-Plant training on a block or day-release basis for modular training.

27.a.The training Centres of Governmental Para-statal bodies should be classified
and summarised by the Fund.

b.The Fund's Training expertise should be made available to them. Their need
for instructor training should be accommodated by the Fund.

28. The Fund should take a broad view of its responsibilities ~~ as to include
the needs of traditional, un-organised apprei1tices and other training in
addition to those of the contribt!ting establishments.

29. Study the position of the pre-vocational edUCation with the normal school
system.

30. Provide necessary means to enable the National Techhical Teachers College,
Yorba and other similar institutionc to expand to meet the needs of Industries.,
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31. Support, improve or develop the tralnlng which already exists in the informal
sector and which has produced the vast majority of the tradesmen and semi­
skilled workers in Nigeria. Their training should be given the highest
priority.

32. Recruit and train Industrial Training Fund staff to be able to evaluate
training conducted by contributing establishments and to approve claims promptly.

33. Assess the current and potential training capability of institutions requesting
assistance from the Fund.

34. Develop and maintain on-going evaluation and feedback system.
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DEVELOPMENT AND GROIITH OF AREA OFFICES

YEAR OF HEADQUARTERS AREA OFFICES LOCATIONS

1971 1 Lagos

1972 1 Lagos

1973 1 Las;os

1974 1 2 Benin, Kano

1975 1 5 Benin, Kano, Aba, Ibadan and
Kaduna

1976 1 7 Benin, Kano~ Aba, Ibadan, Kaduna,
Lagos and Jos

1977 1 10 Benin, Kano, Aba, Ibadan, Kaduna,
Lagos ~ los, Ilorin, Port Harcourt
and Calabar

1984 1 3 Sokoto, Maiduguri, and Enugu

N.B. The Headquarters of th~ Industrial Training Fund was moved to Jos
late in 1976. The former Headquarters became LAGOS AREA OFFICE.
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APPENDIX III--

GEOGRHHIC!l.L LOCATION OF rTF HE~_DOUARTERS
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Appendix V

THE INDUSTRIAL TRAINING FUND, 1972 - 1984 - A RESU~ffi OF ACTIVITIES AND SERVICES:

Each Department, Section or Unit of the Industrial Training Fund emerged
and developed as a result of an identified need for a service or activity
associated with manpower development needs of contributing employers.

Some of the Fund's activities and services are high-lighted below:

(i) VISITATION TO FIRMS AND IDE~~IFICATION OF THEIR TRAINING NEEDS; The
Fund has continuously given regular assistance to enterprises in the
determination of their training needs and in the subsequent design
"and implementation oftr,dning programmes to meet ascertained needs.
On the average over 1,000 such Company visits are carried out in any
one year.

(ii) IN-PLANT TRAINING SCHEIiES FOR SMALL Al"D ~DIU!1 - SIZE CO!1PANIES ­
Through its In-Plant Trainin~ Scheme, the Industrial Training Fund
has continuously brought about improvements in the lay-out and work ­
processes ?f individual enterprises,with resultant increase in
productivity. This programme commenced in 1979. In 1981, fourteen
(14) such Schemes were carried out; the figures for 1982 and 1983 were
forty-three (43) and fifty-six (56) respectively.

(iii) FUNa'S DIRECT TRAINING COURSES, SEMINARS AND WORKSHOPS - Beginning
from 1974 with the TP~IN-THE-TRAINERSWORKSHOPS, the Industrial
Training Fund has organised annually a series of direct training
courses, workshops and seminars for the benefit of contributing
employers. The underlisted courses, workshops and seminars(*), have
been developed over the years, regularly up-dated and implemented for
employer's nominees; - .

(a) Basic Secretarial Duties Course (incepted in 1978)
(b) Industrial Safety Workshop (incepted in 1976)
(c) Instructional Techniques Workshop(incepted in 1978)
(d) Curriculum Design Workshop (incepted in 1978)
(e) Development of Training Personnel

Course (incepted in 1975)
(f) Evaluation Technioues Workshop (incepted in 1978)
(g) Preparation and Use of Training

Aids Workshop (incepted in 1977)
(h) Industrial Productivity Workshop (incepted in 1980)
(i) Training Function (formerly

2-day Seminar) (incepted in 1975)

APPENDIX VI is a summary of the Fund's Direct Training Courses.
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Between July, 1979 and December, 1982, a total of 4,906 participants
had successfully ,assed through the Fund's Direct Training Programmes.

(iv) Industrial Training Fund NATIONAL CONFERENCE - Since 1981 the Fund has
organised an Annual Training Conference which provides a very effective
forum for the inter-change of knowledge and ideas on appropriate
strategies for human resources deveIorment.

(v) VOCATIONAL TRAINING - The Fund has established a National Vocational
Training System comprising a set of pilot Industry - Oriented Vocational
Training Centres commenced training in Ikeja, Lagos State and the second
will shortly be operational in Kano·. Two other Vocational Training
Centres are scheduled to take-off next year.

(vi) RETI{BURS~lliNTS AND GRANTS - The Industrial Training Fund encourages ali
employers to provide adequate and systematic training for all their
employees. Through a comprehensive a.n4 well-worked-out Reimbursement
and Grant Scheme, the Industrial Training Fund bears a sizeable proportion
of the cost of all training programmes aprroved by the Fund for
implementatio.n by employers contributing levies to the.FuIld;

(vii) GROUP TRAINING SCHEMES - The Fund encourages greater·.involvement of
employe,s, par.ticularly those of small enterprises,· in the organisation
and dire·ction of training by enco";raging the establishment of training
centres, by groups of employers in certain sectors of the economy. The
cost of the physical assets and facilities for a Group Training Centre
will be jointly borne by the 'Fund and the members of the group, subject
to a limit of 40% Uabqit~, for the Fund.

(viii) INDUSTRY TRAINING ADVISORY CO~WITTEES (ITACS) - Between 1978 and 1981, the
Fund established six (6) ITACs for,-

Mechanical and Automotive Engineering Industry
Building and Construction Industry
Textiles Industry
Hotel and Catering Industry
Food, Drinks and Drug Industry

Th~ work of these Committees have provided resources materials in the following
areas'-

(a) Improvement of Vocational Training Centres
(b) Supervisory Training in all Sectors of Industry
(cl Operatives and Craft Training
(d) Up-dating courses for skilled and semi-skilled workers.
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(ix) PFODUCTIOij AND DISTP.I3UTION OF TRAINH1G AIDS - The Industrial Training
Fund develops training aids, learning elements and audio-visual soft­
ware items to enrich t~e training process. It also operates a
Training Film and EquipIT£nt Loaning Scheoe as a back-up service to
employers.

(x) STUDENTS INDUSTRIAL HORK - EXPERIENCE SQ-iEHE: To supplement the
theoretical learning of students from academic institutions with
practical exposure to Industrial activities associated with their
various disciplines, the Industrial Training Fund iniciated and
supported the Students Industrial Work-Experience Scheme. The
Industrial Attachment became part of the curriculum and requirements
for graduation in all engineering and technology courses in Nigerian
Universities and Polytechnica. The annual financial grants made by
the Fund on this scheme rose from ~160,OOO in 1974 to well-over
Nl,OOO,OOO in 1978. The funding of the scheme has been transfered to
both the National Universities Commission and the National Board for
Technical Education.

(xi) SUPPORT FOR OTIIER TRAINING BODIES:

Tne Fund has made 3rants of well over NS94,OOC to cover the costs of
the training programmes and activities of the Centre for Management
Development (*)

Further, the Fund has also provided financial support to the under-listed
bodies:

(i)
(ii)

(iii)

Nigerian Institute of Management, N35,OOO,
Nigerian ·Motor Drivers and Mechanics Vocational Schools, HIS,OOO.
Vocational Improvement Centres and other skills Improvement Centres,
lillI,OOe.

(Financial support of the kind listed above has been withdrawn due to a
shift in emrhasis. The Fund is now actively involved in the establishment
of its own Vocational Training Centres as ol'?osed to the earlier policy of
supporting training).

(*) The Centre, as an agent of the Fund, is responsible for policy formation and
the co-ordination of various management and supervisory training efforts.


