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Abstract

Amidst corporate visioning, the Nigerian textiledurstry currently
houses distressed and non-distressed operatings.filhalopting the
survey method, the study sought to critically eatdu the

implementation of the corporate visioning in thelustry among the
two categories of operating firms. The target papoh of 7,787
personnel consisted of 3,022 from the distressat AiA65 from the
non-distressed firms. Three hundred and sixty-axdomly selected
personnel of managerial cadre, senior staff and igunstaff

participated in the study. Three instruments (Imm@atation of
Corporate Visioning Scale, Corporate Visioning Intggy and

Employee Motivation Scale) were used for data cotb@. Frequency,
percentage, means, standard deviation, Person’sdib Moment
Correlation, and Regression Analysis were used data analysis.
Results showed that there was no significant diffee in the level of
implementation of corporate visioning between és$ed and non-
distressed firms. The result further revealed thhere was a
significant relationship between corporate visianiand employee
motivation. The study then concluded that the amese of the
significance of corporate visioning was very highthe industry, but
the level of its implementation was very low inhbdistressed and
non-distressed firms. More so, as employee maiivatas higher in a
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firm with strong corporate visioning. It was recoemded, among
others, that the Management of the textile firmousth make

arrangements with the academic institutions toyfalkésign courses to
suit the industry’s needs. Also, the Managemewoulshorganize

industry interactions by way of seminars and caiees on corporate
vision, as this will help the management, staff atakeholders of the
industry to fully utilize the concept, its implertagion and benefits.

I ntroduction

Vision was mostly a concept of researchers who istlugbolitical
leadership and the leadership of social or religimovements before
the 1980s (Kantabutra, 2008). It was rarely caraid within the
leadership and corporate literature. Only withie fpast couple of
decades has vision been extensively discusseceindiporate sector.
Some theorists believe that vision reflects the mamy’'s image of
some future state, which will be the ideal achiesetnof the
organization. Having a vision means having knowéedfjwhere to go
and a greater control over the future. If an om@tion does not
control its destiny, other outside forces will dkxithat for it
(Mohtsham, 2004). Not only is vision an idea oage of a desirable
future, but the right vision can also actually justprt the future of the
organization by mobilizing people into action todaachieving it
(Nanus, 1992).

All organizations face problems in their lives lauwvell thought
out vision together with effective operations, géts organization out
of these troubles (Tregoe, Zimmerman, Smith, Tob289). Thus
vision is like the headlights of a vehicle on adaa night, which
shows the way to the destination on a dark patlgidawg any
accidents and carefully leaving behind the othes oa the road.

Overall, research has demonstrated significantridions of
visions to organizational effectiveness (Zaccafif)1). Lack of vision
also appears to be associated with failed attemptsmanage
organizational change (Collis and Porras, 1994;eju®ateman and
Hines, 2005) and attention to vision was found ¢oabkey strategy
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employed by 90 leaders who enlisted others in anetom vision

(Bennis and Nanus, 1985). Visions offer a valugebadirection for
the organization and provide a rationale for sgiatelecision-making.
According to Bennis and Nanus (1985), the concdptarporate

visioning is a mental image of a possible and dégr future state of
the organization, articulates a view of a realjstiedible, attractive
future for the organization, a condition that istéein some important
ways than what now exists.

Lipton (1996) asserts that a clearly articulatedion, fully
implemented across an organization, makes a prdfpupositive
difference. This explains why some organizatiotatestheir visions
right from their inception, while others believeatharticulating and
implementing a growth vision is the key to gettthgm out of trouble
when their very survival is at stake.

Corporate visioning has direct bearing on the regbipoor
performance of the Nigerian textile industry, whibhs blamed on
harsh operating environment, ageing or obsoletéintdogy, the
inability to acquire the latest and up-to-date tetbgy, lack of
investment on new and modern production facilitiégilure to
innovate and transform to move with time, failusarieet the changing
taste of consumers, and poorly motivated workforcEhese have
resulted in the inability of the industry to effeely compete with
imported/smuggled fabrics from other countries.

The environment of business and its corporate mis®
strategy have been hypothesized and demonstrateidieatly to have
significant impact on organizational performance. @result of this,
any firm that desires to perform must set its caxpovision. In the
implementation of the vision, it must also pay aiar attention to
environmental factors, especially in a tough opega¢nvironment.

The Nigerian government is poised to initiate d-bat plan for
the moribund textile industry, noting that the systcollapse spans
infrastructural and economic malaise, leading theswe of most
textile firms in the country and others operatirejolv their installed
capacities. The rescue agenda requires visionaaglership to
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envision, formulate and adopt appropriate strateégy will enable the
firms to withstand their vulnerability to environmtal risks such as
changes in consumer needs and taste, technologtbalincement,
changes in economic factors, socio-cultural factemd competitors’
activities.

Therefore, the study intends to determine whetloeparate

visioning is being implemented in the Nigerian textndustry. The
specicific objectives of the study are:

1. To evaluate the extent of implementation of corpexésioning

by the distressed and non-distressed operatingetdxms in
the Nigerian textile industry.

To determine the relationship between corporat®mwisg and
employee motivation in the Nigerian textile indystr

To offer recommendations based on the findingshef dtudy
that will assist the industry to face the challengad become a
global major player.

The following hypotheses were formulated to gulte study:

Ho]_:

Hi:

Hoo:

There is no difference between distressed and distressed
operating Nigerian textile firms in their level a@orporate
visioning implementation.

There is a difference between the distressed thednon-
distressed operating Nigerian textile firms in thivel of
corporate visioning implementation.

There is no relationship between corporate visignand
employee motivation.

There is a relationship between corporate visionand
employees’ motivation.
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Theoretical Consider ations

I mplementation of Corporate Visioning

The issue of corporate visioning is primarily aimad providing a
strategic direction to an organization in orderbiaild the kind of
company that will meet the aspirations and desiféep Management,
board of directors, shareholders and society gel@hnugwom, 2005).
The best companies have organizational visionneamalized view of
where the company is headed, and what the compargally about
(Knud, 2005). No wonder the Book of Proverbs (cka@9 verse 18)
of The Holy Bible (1980) warns, “Where there isvision, the people
(organization) will perish”.

Lipton (1996) asserts that a clearly articulatedion, fully
implemented across an organization, makes a prdfpupositive
difference. Well articulated and well-implmentedion has taken a
crippled company from third bankruptcy back to bess.
Empirically, visions, characterized by the sevemmilaites, were also
found to have a significant, direct relationshipthwibrganizational
performance via staff satisfaction (Kantabutra,300

Many scholars cite employee satisfaction as a calfiti
performance indicator for business organizationdgson, 1984, and
vanDyck, 1996). A company must have an agreed up@attion in
order to have a chance to reach its objectives vision provides the
template and the line of continuity, allowing agienthrust and focus
in a turbulent and chaotic environment (Drucke®2)9

Since a vision is seen as a leader’s base for plgnand
implementation (Bass, 1985), a vision, which chandeamatically
over time, negatively affects planning and on-gamglementation of
an existing vision. Many authors assert that éffecvisions should
have clarity, the degree of which influences howll vee vision is
understood and accepted for implementation (seebJ&c Jaques,
1990; Locke, et al., 1991; Conrad, 1990; Pace &Ild5ul989).
Another view gaining support from the vision clarfinding is that a
lack of clear vision was a major reason for denljneffectiveness of
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many organizations in the 1970s and 1980s (Bemuds\&nus, 1985),
possibly because of not having a clear vision oatwbecomes of an
organization (Yukl, 1998).

The significant relationships found between visitiributes
domain and customer and staff satisfaction indeggjest that stores
or organizations with no vision performed signifidg worse in terms
of customer and staff satisfaction (Kantabutra,300This was taken
into account in the regression analysis by assigraero vision
attributes scores to that stores/organization tepbrted having no
vision.

Another study by Baum, et al. (1998) indicates thion
implementation has a positive relationship on ozgional
performance as measured by venture growth amongpeabeurs.
The findings on the importance of vision implemdota also lend
support to previous research suggesting that visias an identifiable
and measurable construct in Australian Small Fifianench, Kelly and
Harrison, 2001). More critically, some researchi@see Avery 2005;
Hamel & Prahalad, 1984) assert that an organizatgh a well-
articulated vision can achieve sustained competiadvantage over
those organizations lacking such a vision.

Many leadership scholars have endorsed vision ragafuental
to leadership, strategy implementation and chaneerf, 2004;
Collins and Porras, 1994; Doz and Prahalad, 198imphreys, 2004;
Hunt, 1991; Kotter, 1990; Robbins and Duncan, 18&&hkin, 1988).
Clearly, the importance of vision implementatiors lieeen emphasized
by scholars in both theoretical discussions (Av&§04; Maccoby,
1981; Peters, 1988; Slater, 1993) and researchtdlatra, 2008;
Kantabutra and Avery, 2007; Kotter, 1990; Larwoddake 1995). In
addition, Westley and Mintzberg (1989) found engailly that
implementation of corporate visioning has directipcreased
organizational effectiveness and performance.

A vision that is changed too often brings about ecassary
costs associated with implementing the previousorigKantabutra,
2008). Also, some studies of community visionirayé shown the
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importance of implementation by focusing on theklaf it. For

instance, Helling’s (1998) investigation of visi@020 in Atlanta,
where no substantive outcomes were discovered bey@nimmediate
community building, it was discovered that the pobjfailed to

emphasize the importance of both planning inforamatand formal
expertise. A similar result was reported in thenownity visioning

effort in Vancouver, where people were more sa&iktwith the process
than with the outcomes. In that case, there widle Isubsequent
change in policy or in land use. There was lilmphasis on
implementation and subsequent real outcomes (lgellif98; Shipley,
et al., 2004).

Experimental research showed that vision implentema
affected both implementation quality and quantityPath analysis
indicated that communicating a vision of quality wsll as vision
implementation each had a positive effect on salfgoals and self-
efficacy, which affected performance (KirkpatrickdaLocke, 1996).
The empirical study by Aluko, et al. (2004), higjiited the deplorable
condition of the Nigerian manufacturing sector whiwvas due to a
horde of factors principally amongst which are:klaaf enabling
environment, which include (a) policy and politystability; (b) poor
macro-economic environment, and (c) bureaucratidtldmecks.
Hannan and Freeman (1977, 1984) opine that orgsmzasucceed in
making radical changes in strategy and vision imgletation in the
face of environmental turbulence because they abgest to strong
inertial forces.

The Relationship between Corporate Visioning and Employee
Motivation

Managers and management researchers have longveaklithat
organizational goals are unattainable without tihdueing commitment
of members of the organization (Stoner, et al.,2200Motivation
contributes to a person’s degree of Commitment.edsence, where
there is motivation, there is productivity and gopeérformance
(Ekpunobi, 1999). There is considerable evidenicthe correlation
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between high achievement needs and high perform@toeer, et al.,
2002).

Motivation, according to Schermerhorn (2000), idirel as
forces within an individual that account for thevdke direction and
persistence of expended at work. A top managerdme®
communicate organizational vision frequently to #meployees at all
organizational levels, in order to motivate thend gain their support
so that change can be successfully initiated (\W&tt@on, 1997). Field
researchers investigated the role of corporatemisg on employee
performance, and found that there were signifiedfgicts of corporate
visioning on employees performance (Rogers and étuh991).

In addition, Scholars argue that corporate visignghould
reflect the goals of the organization, which shcaddve as employees
motivation (Pace & Faules, 1989). As a resultedfie vision should
represent a degree of discrepancy between thenvaso the status
qguo. This will in turn challenge employees to teit best within their
role and responsibilities to achieve superior oizgtional outcomes.
By having a challenging corporate vision, employeas also raise
their self-esteem in their attempt to achieve tisgon (Gecas & Seff,
1990), which in turn, satisfies and motivates thi{&asslow, 1943).

This assertion is supported by the finding of ampieical study
that motivation of staff - a measure of which wadirted as the extent
to which a store manager challenged his/her stafhbers to do their
jobs better - was directly predictive of enhanctadf ssatisfaction in
Australian retailed stores (Kantabutra and Aver§07. This was
supported also by Haskett, et al. (1997) on theigrap study on the
implication of corporate visioning on the employmetivation. The
study found out, among others, that when motivataff are satisfied,
customers are also satisfied, impacting organiaatiperformance in
positive ways.

Further more, an empirical work by Morden (199 Qeats that
there is a positive relationship between orgaroznai vision and
employee motivation. These findings suggest thadeairable or
inspiring corporate vision will motivate employeasd draw their
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effective commitment to achieving organizationalalgp in turn
affecting overall productivity, given that inspi@t is a form of
motivation. Thus, when employees see the meandgoatcome of
their work, they tend to be more satisfied and tfreguently more
productive. As a result, customers are also sadisfenhancing
organizational performance (Heskett, et al., 1997).

Corporate vision attainment will be a failure with@mployee
participation. So there is need for corporateovisig to be a total
package. As Thomas and Greenberger (1995) pobrporate vision
is a cognitive image of the future which is postenough to members
so as to be motivating and elaborate enough toigodirection for
future planning and goal setting. Similarly, Thamm(1999) sees
corporate visioning as including the elements pbsitively stated idea
of where an organization wants to be in the fuamée the idea must be
shared with everyone in the organization in ordemtotivate and
attain the goal.

Views on the attributes characterizing on effecthnaon vary
widely, ranging from opinions that an effective igis is inspiring,
abstract, brief, and stable and motivating (Lo&kel., 1991), strategic
and well communicated (Conger, 1989), to ideas lkbag-term and
focus should be included (Jacobs & Jaques, 1990z&® & Posner,
1987). Sashkin (1988) and Sims and Lorenzi (198@pose that
effective visions are inspirational, widely acceptand integrated with
visions of others.

In effort to develop a vision theory to fill in thgap of the
prevailing corporate vision theories, Collins ararBs, 1994; Cowley
and Domb 1997; Westley and Mintzberg, 1989; andt&autra, 2003
assert that the seven vision attributes interaatréate a significant
impact on overall organizational performance. Aiam that is only
brief will not significantly impact overall perforamce because it may
not be clear as to what needs to be done (Con@fl);1Pace and
Faules, 1989), or it may not appear to challengpl@yees to do their
best (Collins and Porras, 1994; Conger and Kanub@gy).
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A vision that is only clear will not significantlyaffect
organizational performance because it may be tog,lonaking it
difficult for a leader to communicate it massivedyd frequently
(Kotter, 1990; Yuki, 1998). It also may not be tahst, therefore
possibly creating conflicts among groups with dif® specific
purposes and making it difficult to form an effgetigroup (Messick &
Mackie, 1989) to carry out the vision.

Moreover, abstractiveness reflects stability in thision
because it implies no radical change over time &&ab 1987; Ticky
& Devanna, 1986). A vision that is unstable suggestlack of
managerial integrity and commitment to the visi&ozes & Posner,
1987; Parikh & Neubauer, 1993), negatively affegtorganizational
performance. A vision that is brief, clear, abstrahallenging and
stable will not draw employee commitment in workitmyvard the
vision, unless it is inspiring or desirable (Mordém®97). In addition,
when a vision is not inspiring or desirable, itislikely to develop a
shared vision (Parikh & Neubauer, 1993), found ® dritical to
performance outcomes (Kantabutra & Avery, 2005).

An inspiring vision that is clear, brief, abstrachallenging,
and stable will not be able to attract commitmeatrf the employees
because it does not offer a view of a desirablaru{Nanus, 1992).
Without a better future picture, employees are ketyi to be drawn
from where they presently are to work toward theion (Senge,
1990). Therefore, combining all seven vision atttéds in a vision is
expected to influence the vision’s effectivenesar(tabutra, 2006).

Empirically, visions characterized by the attrilsutef brevity,
clarity, abstractness, challenge, future orientaticstability and
desirability or ability to inspire have been foutadindirectly relate to
customer satisfaction (Kantabutra, 2003). Visionaracterized by the
seven attributes were also found to have a sigmfic direct
relationship with organizational performance viaffstsatisfaction
(Kantabutra, 2003) and venture growth (Baum, etl&98).
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M ethodology

The study adopted the survey design. The targeulptpn for the
study consisted of two groups made up of workeymfthe distressed
and the non-distressed operating Nigerian texiilms in the four
textile manufacturing zones in the country. Theemare Kano and
Kaduna in the North and Oki/lsolo and Igalu/lkejahe South.

From the available records of the Nigeria Textile
Manufacturers’ Association, the numbers of factrieexistence as at
2008 were 40, which comprised both the distresseldnan-distressed
firms. The distressed firms were 30 in numberof3vhich were in
the North zones, while the remaining 17 were inSbeth zones. The
non-distressed textile firms in the country were Fbur were in the
North zones and the remaining six were in the Saattes.

However, out of the 40 existing textile firms iretbountry, 12
were selected using stratified sampling. Althoudfeabwu (1998)
suggests 10 to 20% of the study area, 30% was takenit was
considered adequate as representing the numbeextifet firms
selected. From the 12 selected firms, the tablarmdom numbers was
used in selecting the 9 distressed textile firmswere taken from the
North zones and 5 from the South zones. Also, fiibem 3 non-
distressed operating textile firms, one was takemfthe North zones
and the remaining two from the South zones (seéeTal).

However, from the 12 selected firms, the populatainthe
study was 7787. This comprised of 3022 workers ftbendistressed
operating firms and 4765 workers also from the dmtressed firms.
The workers were from the managerial cadre, semdrjunior staff of
the firms selected for the study. The basis feoiving every category
of staff in the study was hinged on the empiri¢atiges that state that
vision must be shared with everyone in the orgdimman order to
motivate and attain the goal (Thurman, 1999; Beramsl Nanus,
1985).

The Cochran’s Finite Population formula was used to
determine the sample size for the study. Hen66, @®nstitute the
study’s sample size.
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The formula and the calculation are shown below:

o= (tf* (p)(q)
(c)

= (1.96¥ (.5)(.5) =384.16
(.0%)

Where g = required return sample size
t = Value for selected alpha level of 0.025 in etmh= 1.96.
(the alpha level of .05 indicates the level of ridie
researcher is willing to take).
(p) (g) = estimate of variance = 0.25

The values of p and g were determined from thd pilovey.

p = the percentage of units in the population #adls into some
defined class.

g = the percentage not falling into the same class.

These were generated from one of the questionsfeéhadred in the
pilot survey.

Where d = acceptable margin of error for proporthemg estimated =
0.05 (Error researcher is willing to accept).

Therefore, for a population of 7,787, using Coclead977) finite
population formula to calculate the final sampleesi

m=

a
(1+ n/population)

Ny = 384 = 5386
(1+ 384/7787)
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n, = 366, which represents the sample size.

This study sourced its data through the primary sewbndary sources
of data. The primary data were sourced through topresires that
were administered on 366 respondents. The secpsdarces of data
comprised of information from textbooks, journaggriodicals and
internet. Three instruments (Implementation of ©oape Visioning
Scale, Corporate Visioning Inventory and Employeativation Scale)
were used for data collection. Frequency, pergentaneans, standard
deviation, Person’s Product Moment Correlation aRegression
Analysis were used for data analysis.

Table 3.1: Stratified Randomly Selected Distressed and Non-
Distressed Operating Textile Firms and Population of Personnel in

2008
S/No | Name North | South | Distressed| Non Numerical
zone zone Distressed| Strength

1 Holborn Nig. Ltd v v 522

2 Nigerian Spinners & v v 413
Dyers Ltd.

3 Tofa Textiles Ltd. v v 124

4 Chellco Industries Ltd. | v v 270

5 First Spinners Ltd. v v 522

6 Stallion Ltd. v v 300

7 liora Textiles Ltd v v 266

8 Haffar Industries Co. v v 305
Ltd.

9 West Coast Africa v v 300
Thread Ltd.

10 African Textile N N 1757
Manufacturers Ltd.

11 Sunflag Nigeria Ltd. v v 1718

12 Dangote Agro Sacks Ltd. v v 1290
Total 7787

Source: Official Records of Nigerian Textile Manufacturers
Association2008.
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The target population of personnel in the studynfrine 12 selected
textile firms, therefore, stood at 7,787.

Data Presentation, Analysis and Results

I mplementation of Corporate Visioning Scale (1.C.V.S) Scores.
The 1.C.V.S. scores on the 5 items of implementatd corporate
visioning in the textile industry are presented able 3.2.

Table 3.2 [.C.V.S. Scores on 5 Items of Implementation of
Corporate Visioning in the Textile | ndustry.
Variables X SD

Implementation of Corporate Visioning in the | 3.75 1.154
Textile Industry can facilitate corporate growil
Implementation of Corporate Visioning in the

—

Textile Industry is low 3.70 1.0675
Implementation of Corporate Visioning in the
Textile Industry is high 2.02 1.1195

Organizational performance depends on the

level of Corporate Visioning implementation | 3.96 2.3795

A well implemented growth vision brings back

crippled organization back to business 3.89 1.3745
Sour ce: Field Survey, 2009.

Based on the I.C.V.S. scores, results in Table iBdicate that
‘organizational performance depends on the level cofporate
visioning implementation’ has the highest mean @gN = 366, X =
3.96), while ‘implementation of corporate visioning the textile
industry is high’ has the lowest mean value (N 6,36 = 2.02).

Employees Motivation I nventory (E.M.l) Scores
The E.M.I. scores on the 5 items of employee mabwain the textile
industry are presented in Table 3.3.
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Table3.3: E.M.l. Scores on 5 Items of Employees Mativation in the
Textile Industry

Variables X SD
Sharing corporate vision with employees will make
them to work harder towards achieving the 4.21 | 0.995

organizational goals
Attractive pay package encourages employee to work

harder 418 | 1.137
Training and development of employees will improye

their performance 3.63 | 1.204
Employee experiences job satisfaction only when

he/she is motivated 4.19 | 0.98
Motivation is a key ingredient to high organizatbn

productivity 3.82 | 1.294

Source: Field Survey, 2009.

Based on the E.M.I. scores, results in Table 3dcate ‘sharing
corporate vision with employees will make them torkv harder
towards achieving the organizational goals’ has highest mean
values (N = 366, X = 4.21), while ‘training and eé&pment of
employees will improve their performance’ has thedst mean value
(N =366, X = 3.63).

Hypothesis testing

Hypothesis 1: There is no difference between tk&retised and the
non-distressed operating textile firms in their devof corporate
visioning implementation.

The mean scores of respondents on distress anddistressed
operating textile firms are presented on Table 3.4.
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Table 3.4: T-test Summary on Distressed and Non-Distressed
Operating Textile Firmsin Level of Corporate  Visioning
| mplementation

Variables N Mean SD SE t-Value Df P Grit

Distressed 141 4.4 1574 3301 .595 364 552 1.96
Non-Distressed 225 4.4 1517 .0101

Source: Field Survey, 2009

Results on Table 3.4 indicate no significant ddéfere (N = 366, t =
595, Df = 364, P> 0.05) between distressed and-dmiressed

operating textile firms in the level of implemendat of corporate

visioning. The null hypothesis is accepted indigatthat distressed
and non-distressed operating textile firms havelifilerence in their

level of corporate visioning implementation. THere, the question
of ‘there is no difference between the distressetithe non-distressed
operating textile firms’ can be justified basedforegoing result.

Hypothesis 2: There is no relationship between Grafe Visioning
and employee motivation.

To test the hypothesis, the C.V.l. scores wereetated with E.M.I.
scores. The results are presented on Table 3.5.

Table 3.5: Summary of the Pearson Product Movement Correlation
Statisticon C.V.l. and E.M.I. Scores
Variables Mean SD SE r Df P r-crit.
Corporate Vision 45295 .1289 .006/H07 364 000 0.098
Employee Motivation 4.6384 .14053 .00735
Source: Field Survey, 2009

There is a significant relationship (N = 366, r587, Df = 364, P <
0.05) between corporate visioning and employee vatiin. Apart

from the correlation procedure, a functional relaship between the
two variables was conducted using the least squegeession model
presented in Fig. 1. The result indicated withreedir equation of Y
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(motivation) as a function of corporate visionirggpresented in the
table with a linear trend and the coefficient ofedmination for the
relationship.

Y = 0.4777x + 2.1992
R? = 0.2583

LR
LA

L I N )
L )
LR XA )

LK BRI 3K XK AT XN 3K 3
LR K B AKX A S A )

L IR 2 N
*

N
1

L]
L]

T T T T T d
o a1 2 3 a4 5 6
Corporate visioning

Fig. 1: Functional relationship between corporate
visioning and employee motivation in the textile
industry

Source: Field Survey, 2009

Corporate visioning is highly correlated with emyde motivation in
the textile industry. Though the coefficient of ettination, f
(0.2583), tended to be low, the observed correlatis highly
significant. This means that the null hypothesiatththere is no
significant relationship between corporate visigniand employee
motivation in the Nigerian textile industry’ shoute rejected.

Thus, corporate visioning can improve employee vagiton in
the textile industry. Therefore, the question aokktionship between
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corporate visioning and employee motivation canuiséfied based on
the foregoing analysis.

Conclusion

The study critically assessed the implementatiocogporate visioning
in the Nigerian textile industry. Based on the tssof the study, it can
be concluded that the awareness of the significasfceorporate
visioning was very high in the industry, but thevde of its
implementation was very low in both the distressedl the non-
distressed operating textile firms. Also, emplogeativation is higher
in a firm with strong corporate visioning.

Recommendations

In view of the findings and conclusion made, so®@mmendations
are proffered to facilitate the full implementatioof corporate
visioning within the Nigerian textile industry. @&be are that the
Management of the textile firms should:

1. make arrangements with the academic institutionsfutly
design courses to suit the industry’s needs;

2. organize industry interactions by way of seminansd a
conferences on corporate vision as this will helpe t
management, staff and stakeholders of the industriully
utilize the concept, its implementation and besefit

3. implement the concept of corporate vision by foratinlg and
communicating a unique vision for the future, dfigrthe
needed support and providing the essential visyorerd
operational direction, to make for improved comipetness in
the local and global economy; and

4. the government should, on her own part, provideetha&bling
environment for full implementation of the concepf
corporate vision.
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