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ABSTRACT

N geria' s technol ogi cal and Managerial devel opnent depend
highly on the quality of the product of the higher institution of
learning in the country and teaching in such institutions has untill
recently been a Job of pride to all those engaged in it. in the
sane vain, the Ranmat Pol ytechnic, Miduguri has been the najor supplier
of mddle level manpower in Borno State.

This trend however has been threaten by the high rate of teachers
leaving the institution recently. The cause of such turnover has been

attributed to Low pay, poor staff welfare, discrimnation and favoura-

tism The process of enploying the staff is hower good and without
any short com ng.

The renmaining teachers in the institution remain to serve sinply
because they don't have alternatives in private Organi zati ons otherw se
they would have left. It is therefore necessary to inprove the

situation before it gets out of hand.
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CHAPTER ONE 1,% & .
, 1’,6“(‘{ ) ,It,,’
1.1 INTRODUCTION D50 7 4
< 6?}‘ ’oﬁ
The efficiency and effectiveness with which any organization is 2?‘o°
"R}
operated depends to a considerable extent upon how effectively its 'ﬁ>,
personmel are managed and utilised. Personnel programmes of any
organization requires that employees should be recruited, selected, .

developed and retained for those jobs that are most appropriate for them
to perform to accomplish the objectives of the organization. Furthermore,
it is expected that emplovees be motivated to exert their maximum efforts
on the jobs they perform so that their performance could be evaluated
b;operly for results and remunerated accordingly.

Today's organizations are fast becoming more complex and operate in
turbulent environment that managers in such organizations are required to
have greater technical competence about their employees and the best ways
of dealing with them, than i t was formally the case. To obtain the sound
fit in individuals and jobs in the organizations, managers must constantly
rely on scientific methods rather than the old system of {ule of thumb,

The proliferation of Polytechnics (both Federal and State-owned), has
brought about increased competition in the search for staff developing and
retaining them. Furthermore, the relative neglect of Polytechnic staff by
both Federal and State governments has further encouraged the mass movement
of stall from this scctor to other sectors where prospects are brighter.

This problem of mass movement of staff becomes all the more glaring in
the institution on which this study is focused. Consequently, it has become
necessary to examine the causes of this problem and provide meaningful
solutions to the institution concerned. The study will therefore focus on
examining the selection, development and retention of academic staff in the

Polytechnics, if it is to discharge its functions as a technical institution

for the much publicised technological development of the country,



1.3 JUSTIFICATION OF THE STUDY

Studies 1in the field of Personnel Management are constantly becoming
important in the present day Nigeria where organizations are striving
against all odds to improve their productivity. The study of this area
of personnel stem exclusively out of my experience and interest in finding
out causes of poor personnel outcomes experienced by most’organizations'
particularly academic institutions. It is in the light of the above that
I feel my findings could be effectively utilised by such institutions in
order to have a more stable labour force.

The study is also appropriate at this point of time because of the
Federal government's move to encourage Polytechnic and other technical
institutions to contribute towards the nation's technological take-off.
This has therefore increased the level of competition among such institu-
tions in order to secure and maintain an adequate level of qualified staff.
It is therefore h oped that my findings could be utilised by those
institutions who are experiencing turnover and those that may be faced with
this problem in future,

The choice of Academic Staff is also important because they form the
basic ingredient of any academic institution. Turnover 1s observed to be
more among them than the other supportive Sénff of the institution. It is
equally believed that the level of respondents to examine will be high
among the academic staff than when the entire staff of the institution is
taken in gcnur&l.

Furthermore, this study will unveil whether the much talked aboqt.low
quality of education, could be attributed to poor selection and placemeﬁa

of personnel in accademic institutions,
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1.4 SCOPE AND LIMETATIONS OF THE STUDY

The area of recrultmwent, selectlon, develobmgnt and retention falla
within the broad field of personnel activities. However, this study will
be undertaken to cover only these areas mentioned above and the possible
behaviour that will result from thefir implimentation. Furthermore, the
study will be limited to cover only the period between 1983 - 1987. Tﬁis
period is assumed to be the perlod that the institution experienced a lot
of developnent, ;

In the course of this Project, the researcher does not wish to claim
perfection. A lot of difficulties may be encountered, prominent among

which may belfinancial constraints. Secondly, the study will be limited to
Ramat Polytechnic, Maiduguri and therefore it will not provide inform@tion
about situations obtained in other State-owned Polytechnics. ' .

Other factors which may limlt the study 1s the factor of time, and

the absence of an exlsting researched text 1n this area which may make

reference in respect of some critical issues to be practically difficult.

1.5 METHODOLOGY
' There was only one set of population,1which is the entire senior staff
of the Polytcchn&c. However, samples were drawn from.three units, One of
the sampies was drawn from the academic staff of the institution. The
second sample was drawn from registry sraff and the final sample was drawn
from those persounel that left the institution.

For the staff existing within the Polytechnie, the following criteria

wera used to select the set of respondents:- H

a. The staff have stayed in the Polytechnic for at least

three years falling within the time dimension.

b. The staff have served on at least a Committee dealing



with staff recruitment, selection and development

in the institution.

e. Past leaders of Interest groups who have a fair
knowledge of the institution's policies regarding the

topic of the study.

In selecting the respondents for each sample, the random sampling
technique was used. In the case of analysis, percentage method was used
and factors were only considered {mportant if it scores a minimum of

sixty per cent (607) from the respondents.

METHODS OF'DATA COLLECTTION

Both Secondary and Primary data were obtained for the purpose of this
study., The Secondary data was obtained from printed documents like the
edict establishing the institution, the institutiion's Prospectus, Annual
Progress Report and other official ducuments from related files.

Primary data was obtained through questionnaire administered on academic
as well as rehlﬂtry staff, and personal interviews with the Rector aﬁd
Principal Officers of the institution as well as members of the Senior

Staff Appointment and Promotion Committee, members of Staff Development

Committee, and Heads of Academic Departments. The personal interviews
were conducted through guided questionnaire.

In the final analysis, the researcher used two simple statistical
tools - Mean Scores and Percetages. A total of 70 questionnaires divided
into five different sections were prepared and distributed . Section 1
deals with the personal history of the respondents. Section 2 deals with

recruitment, Section 3 deals with selection, Setion 4 deals with development

and Section 5 deals with retention of staff. Of the 70 questionnaires,
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only 43 were returned out of which 3 were destroyed because the

respondents could not fill the questionnaires properly.

1.6 DEFINITLON OF TERMS ' o

:

The following words will be used throughout the study, therefore their

meanings, as far as this project is concerned are thus provided.
e _ '

A, MANEONER PILANNING. Manpower FPlanning will be defined as the
organization’s effort to anticipate future busingsg and envirbnmenqai
demands on the organization and to meet the manpcﬁgr reduirements dictated
by these conditions. 1t involves the provision of human resocurces to meet

not only the present need of the Institution but also the future needs.

B. RECRUITMENT. Recrultment is the examination of vacancy, the
rcansideration of sources of sultable candidates, waking contacts with the
) L]
sources and attractiog applications from them.

C. SELECTION is the assessment of candidates through various means’

and making a choice {o}lowed by an offer of employment.

. MANAGEMENT DEVELOPMENT ig the systematic.prOCESs of development
of effective enployees to meet the requirements of an organization,.
involving an analysis of the present and {uture managemént requirements,
assessing the existing and potential skills of employees and desligning the

best means for their development to meet these requirements.

£. PERSONNEL MAMAGEMENT is that part of ménageﬁént concerned with
people at work and with their relationships withiﬁg the enterprise; its
aim is to bring together and develop into an effective organization and
having regard for the well being of individual and of working groups; to

enable them make their best contribution to its success,
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F.  JOB ANALYSIS is defined as the process of determining, by
phservation and study, and reporting pertinent information relating to the
nature of a epecific job. It is the determination of the tasks that
comprise the job and of the skills, knowledge,‘abilities and responsibili-
ties required of the worker for successful perfarmance and which

differencinte the job From all nthers,

»

[P '
G. ACADEMIC STATF., ALl fully employved staff charged with the

respenslibility of tenching and research. B '.:: ,
. |I L]
"H. Reglstry Stafkf. All Tully employed staff charged with providing

supportive services to academic staff.

I. LABOUR TURNOVER refers to separation of empleyees from the
organization as a resutt of retirement, serious sickness, death, breach of

discipline, excessive absenteeism, theft, tnefficiency, redundancy and

volutary resignation,

J. RETENTION. This is the ability of the organization to maintain
its staff and obtain organizational commitment from them 1in order to have

4 stable workforce.
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CHAPTER TWO

2.1 LITERATURE REVIEW

A lot of theories have been written about the subject of recruitment,
selection, develeopment and retention of staff in organizations. In this
review, I would highlight some of the Iimportant literature as it relates

to thesa areas,. _ b

2.2 RECRUTTMENT

REcruitment has been defined as an attempt to attract individuals from
external labour market who are capable of and willipg to 111 availabie‘\
job \r:u.:anl::its:s.]L The central idea in recruitment is .for an ?rganizatioh
to pgenerate adequate pool of qualified candidates for selection. This‘%g
however influenced by the external labour market from which candidates are
required. Fmpirical studles have indicated that the degree of tightness in
the labour market Influences the sources organizatlions use 1in recrultment
and the areas covered in recruiting.

f

. Malm, F, T. found that the tighter the labour market, the wider the
'
area {rom which cémpanles and other organizations look for new employgas.z
In 2 more recent study, Gaston, R. J, conducted a research on Labour Market
Conditlons and Employee Miring Standard, This further emphasises the
effect of outside economic conditionsg on recruitment needs. The study
indicated that in an area with relatively high wnemployment, employees
bired had higher levels of schooling and higher performance on pre~
employment test than did a similar group of employeeéyin Ehe same jobs for
.the same Company, at a location in an area of relatively low employment.3
These variations In the labour market therefore, subject the recruiter

te constantly examine the various standards specified for recruitment with

a view to modernising them and the recruitment sources charged accordingly.
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2.3 SOURCES OF RECRUITMENT

There are a number of sources from which organizations can obtain a
reasonable number of job applicants. The most important point to keeep in
mind is that there will be no good selection procedure which can yield an
effective work-force if the recruitment procedure cannot, or do not,
provide an adequate group of candidates from which selection can occur.
Therefore, it is crutial to develop recruitment procedure that will provide
a sufficiently large and varied candidates manpower pool so that the selec-
tion can at least achieve their maximum potentials.

The main sources from which organizations can recruit job applicants
are as follows:~

= Educational Institutions

- Ministry of Employment, Labour and Productivity .

- Media Advertisement

- Private Employment Agencies

-~ Employee Referrals

- Trade Unions

- Unsolocited Applications

All these sources have thier advantages as well as shortcomings in
terms of cost and quality. It is however important to state that organiza-
tions are not subjected to follow a particular source, but they can use two
or more of these sources depending upon the calibre of personnel needed and
the ability of the organization.

Goheen, H. W. and Mosal, J. N,indicated that up to this date, there
has been little in the published literature reporting research on why
employer choose one recruitment source over another for finding applicants

for certain type of jobs. While many large employers undoubtedly conduct
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research on questlons such as which employment agencies gend the most
qualified applicants, the results of these research rarely find their ways

into the published sources,

1
However, few studies are available on some of these sources and thelr

effectiveness in generating adequate manqpower pool. Among the few studies
on this subject wis the one conducted by Gamnon, M, J. He showed the
relationship between recruiting sources and subsequent turnover of clerical
employees for a New York City Bank, and provides evidence that employees
frem certain sources are more likely to continue on the job. Those more
likely to stdy were re-employed former workers, those referred by their
hiph school, those referred by thelr present employers or walk-ing. IRapiﬂ
turnover, characterised those obtained through employment agencies and
newspaper advertisement.

More recent research however relates effect candidate sources to job
search bchavicur of employ;es. J. B. Miner and M. G. Miner stated that
“"some more vecent studies of job search methods used by 'individuals seeking .
emplbyment do provide some information that may be useful te the employers.
Data from dne.of.these studies show that direct applications is the most
frequent wethod for obtaining jobs in all job categories. The second most
frequent method differs considerable among occupations, however, with those

in Managerial Occupation, more likely to answer advertisements, clerical

workers are more lilely to ask their friends about jobs where they work."7

So far, most of the research worklcarried out on job applicant sources
has concentrated on showing that ménégerial employees are sought natioﬁally,
clerical employees regionally and locally, and craft employees locally.

This project will further examine whether these sources are more likely to
generate reasonable number of applicants for academic employment.

The recrultment process does not only limit itself to the sources of
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getting applicants, but also the message used in attracting the applicant %s
important. The more information candidates are given about the realities of
the job they apply for, the lower the turnover rate among those who accept
employment. It has therefore been suggested by Waunin, J. P. that part of the
recruiters job 1 Q'to give prospective employees as clear a plcture as
possible of what they can look foreward to if they are hi_re.8

The issue of sources and message used 'in recrulting job applicants to a

considerable extent is a determining factor in obtaining the best out of the

employees and also is the ability of the employee to stay on lis job.

2.4 .SELECT[ON
In selection, orpanizations are iuvoelved in determining the best candid-~
ate for the job. lu dofug this, they lavolve a lot of techniques such as
interviews, test, applicaticen blank, reference and recommendation. These
seiéction tools are known as predictors. It is therefore important for
¥
organlzatlons o inﬁestigate the validity of their predictors so as to bg able

to select the best candidates. a lot of studies have been donducted to deter-

mine the usefulness of these predictors as selectlon device, .
SASHIM LBRANIM LIRRARY

ZAZERY ' AHMADL BELLG UNIWERSITY
e JRRA Sy NIGERIA .

Studies conducted on the use of interview as a selection deviée has shown
that the device has not been particularly successful., The inevitable conciu-
slons derived from a number of lovestigations is that interviews judgement; as
they are usually made in the employment situation, are not clesely related to
measures of success on the job. 1In an overall sense, the evidence regarding
validity of the selection interview yields a distinccly disappointing picture.g

In another study conducted by McGill University, the researcher found

that in the actual employment situation, most interviews tend Lo make an

accept-reject decisicn early in the interview. They do not wait until all the
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information is in. But rather a bias is developed and established shortly
after the diséusslon starts. This bias serves to colour the remainder of the

interview and is not usually reversed.lo

Summary of research findings on interviewing is provided below:

a. Interviews tend to develop a streotype of a good candidate

and then seem to match applicants with stereotype.
b. Bias are established early in the interview.

c. bDuring an interview in which the applicant is accept?d.
interviewer talks more and in a more friendly and favourable

tone than in an interview in which the candidate is rejected.

d. Interviewers are influenced more by unfavourable than by

favourable information,

e, bSeeing negative candidates before positive candidates will
result in a greater number of fawourable acceptances than

the other wav round,

. There are reliable and consistent individuals differences
between people in the total number of people seen as being

acceptable.

#. Factual written data seem to be more important than
physical appearance in reaching judgements and this

increases with interview experience.

h. Situational measures of behaviour designed to simulate job
candidates are weighted more heavily than ability test,
which are in turn weighted more heavily than Personality

test.

i. Although the immediate previous job applicant has influence
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on rating of the current applicants, the effect seems

to be relatively small.

j. An interviewer is awarded a more extreme evaluation

when proceeded by an Interviewee of opposing value.

These have therefore shown that the use of interview alone as a
selection device i1s not adequate. In a se;ies of stﬁdies, rather sizabie'
predictive valldities were reported for overall iInterviewer estimates of*
suftabiltty lfor employment when a highly structured, patterned interviéw'
approach was followed. When validated against duration of employment for 587
people who lefc the Company within an 18 wmonth period, the interviews ylelded
a cortelation of .43, The employees who were st{ll on the job 18 months after
hiring were rated for performance effectiveness by thelr superiors and the
réSblt compared with the earlier interview judgements. A predictive validity
co-efficient of .68 was obtained. Subsequent‘studies conducted using thg same
patterned interview format produced correlation with success criteria that
were consistently in the range of the 60'5.12

It shouid be noted that one cannot expect success from these studies,

Yet an Interview should contribute something above what might be obtained by

chantce alone and from the use of techniques, N

APPLICATTON BLANK . . i

This involves ohfnlniug information from the applicant by filling
application forms. In this, the appllcants supply the needed information for
the company. Although the validity of information reported in application
blarks has been studied, less frequently than the accuracy of interview
information, the findlngs are much the same.l3 It should be stated here that
studies to date on application blank do not yield support for the view that

certain responses on the applicat{on blank are verbally predictive of future
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success, lrrespective of the job and the situation.

On the othef.hand some studies have produced very significant patterns
of predicrive responses. Appel, V. and Feinberg, M. R. found that Yan aﬁalyais
of application blank responses of boys doing direct doof to door selling
indicated that sucg items as owning a bicycle, family receives newspaper,
attending a show or circus with parents, having a telephone in the home, and
saving money earaed, were highly predictive of success'.'lZI Similarly, studies
conducted by Miuét, I. R. "of application blank in a Consulting firm showed
that the more successful Consultants had held Commissioned Offices rank‘in
services, had previously been members of management in a businegs firm..were
graduates of a private preparatory school, were graduates of a small private
college, had obtalned a graduate degree from the Harvard Business School or
some other prestige school and had served in the Nav& or Air Forcej yet their
wl5

fathers were of relatively low educational and occupational level,

.REFERENCE AND RECOMMENDATIONS

This involves obtaining information'on the applicant prior behaviour
not provided by the individual himself, but by those who have assoclation with
him and being In a1 posltion te observe him, Although the use of references,
usually individuals named by the applicant, is wideséread in the business
world, the available research does not provide much basis for optimum in so
far as this approach to selection problem is concerqed. "One study related
scores obtalned from a standardized recommendation questionnaite to subsequent .
supervisory ratings of performance."16 Most of the research conducted on‘this
invariably show that responses are often favourable. However, some studies
also found that when references are obtained in letter form, rather than by
standardized questionnaires, different types of positive response statements
can have differential significance.l? e

How valld are these sources of recommendation 1s the question that
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that nueds.to he answoered when this is being used as a selection device.
Browning, R. C. conducted a research using public school teachers to seze how
valid it is. He concluded that "only correlation" of about ,20 and higher
have any predictive significance and there are few of these.

Further studies ;ndicated that referenceé.ﬁeré most accurate when
recelved from immcdicafe.supervisors who superviséd the candidate for a consi-
derable time period in a job much the same as_that in which the later employ-

ment occured.

TESTI _
This 1nvolves both physical and psychomotor teét; It.i$ adminis?eied to
individual applicante in order to determine their suitability on the joﬁ._ [
lot of research work has been conducted on both the validity of physical as
well as mental test. Reports of company practice with regards to the use of
pre-employment physical examination indicates widespread usage, especaially

in manufacecuring industries, where 907 of the firms utilise the procedure,

t

' J. B. Miner and M. ¢. Miner stated that'"The physical examination does
not take an ildemptical form in all companies and for all jobs. Where the
nature ol the work is such that a specific type of disabilicty will alsmos
inevitably restrict effectiveness this particular sphére tends to receive
greater attention and wore detailed medical tesrs are normally carried out.
Thus, the pre-employment physical examination 1s in reality a battery of test,
which should be selected with a view to maximising p}edictive effectiveness
in the particular situvation while at the same time keeping related costs fo a

minimum.“l9

The studies conducted on pre-employment physical examination has
to do with consistency and validity. 1In a research carried out some years ago
dealing thh the consistency of pre-employment phsiial examination give to
applicants for poeitions as Airline Pilots was rather discouraging Repeated

examination does not yield the same result.zo
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As regards validity, a study that permits a comparism of acclident rates
among airplane pilots who did not possess certain physical defects at the
time of employment is relevant to this issue. The conclusion derived from
these studies shows that in none of these studies were the physically unfit
men totally unselected.

In selection therefore, organizations should investigate the validity of
their predictors before using it as a selection device and at the same time,

more than one predictor should be employed in order to obtain betrter results,

2.5 DEVELOPMENT

This is the technique used to raise the performance of organization
members. It may involve providing the employee with new knowledge and infor-
mation relevant to the job or by teaching new skills of a psychomotor nature,
or by imbibing an individual with new attitudes, values, motives, and other
personality characteristics. The central idea is development is to iqprove
the performancé of the employee in order to attain the goals of the orgéniza—
tion. It involves determining the need for development, the effectiyeﬁess of
the propramme and the cost associnted with fv. E. P. Flippo observed tlhet
"after the employee has been recruited, selected, and inducted, he or she
must next be developed to better fit the job and the organization. No one is
a perfect fit at the time of hiring and some training and education must take
place.jl
n Every organization expects the best performance from its workers and to
get the best of a worker, such a worker rqulres training or development,
hence Flippo continued that "no organization has a cholce of whether to
develop an employer or not; the only choice is that of method. 1If no
organised programme exists in any organization, development will largely be
22

self-development while learning on the job.

Other writers have also supported the idea of development and its
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ifmportance to the organization. In his article in tve Dally Times of Friday,
10th October, 1975, tittled "Manpower Development in Developing Economy,
Ordia, S. C. Observed that as '"the function of recruiting employees repre-~
sents on the initial stage in the building of an efficlent and stable labour-
force, it should be recognised that after being selected, employees require
cont inuous development if their potentials have to be utilised effectively."23

The Udoji Panel also observed that "for a result oriented public service
that makes full use of modern management techniques to be involved, attention
has to be focussed on the problems of staff development that without properly
trained and strong motivated staff, management will have great difficulties in
using financial and material resources to the best advantage in striving to
attain objectives and to achieve target goals for the implimentation of its
programmes.za .

[t should be realised that just as in selection where predictors are
validated against criteria of success, so is it in training and development.,
It should be studied to determine whether it really is contributing to
improved performance. Little Literature has been found in this area, but it
must be realised that determining whom the organization should train is
important., At the same time, evaluating training to see whether there is'a
change in employee attitudes towards the job is equally important,

Finally, organizations have a lot of means through which development may

take place. Some of these methods include:-

- Human Relations Training

- Sensitivity Training

- Problem Solving and Creativity Training
' = Motivating Training

= Achievement Motivation Training

- Managerial Role-Motivation Training
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~ Case Study
~ Role Playing
~ Business Games

- University Type Training Programme.

As well as development outside the classroom i.e. Job Rotation and
Underscudy, Assignmentc., The choice of each of these methods depends on the

type of training'needed and the cost to the organization.

2.6 TURNOVER

This reFers to the movement of employees (both wprkers and manageme;t)
into and out of an organization. Movement of individuals into the organiza-
tion.a£e often referred to as 'accessions' or 'engagements' whereas movement
out of the organization are often referved to as"sefarations’ or
'departures'. '"Employee turnover usually includes separation from the orga-
nizatlon as a resulet of retirement, serious gickness, death, breach of
discipline, excessive absenteeism, theft,.inefficiency, redundancy, anh ’

volutary resignation. Movements as a result of transfers and promotion, does
L}
w23

not coustitute turnover of employees,
Employee turnover within an erganization could be voluntary or invoiun-
tary. Voluntary turneover Invoives movement that is initiated by the employee
himself, whereas [Envoluntary turnover involves movement that 1s initiated by
management or forced on the worker by some circumstances that make 1t
impossible [or_the nember to continue with his membership of the organization.
. . \

There are a number of factors that determine the rate of turmover in organi-

zations. Some of these factors include pay, state of the labour market, job
' i
|

satisfaction, size and location of the organization] interaction among
employees, participation ian management, etc. Theories relating to these
factors could be bricfly cutline to see their impact on employee retention or

turnover.
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REWARD

This.includeé salaries, wages, promotion and fringe benefits. It equally
includes other commoditlies that have financial value which organizations give
to employees in return for thelr services. The Reward Systém of any organiza-
tion has conslderable impact on whether an employee is retained or leaves.
The idea behind the reward system that is an important determinant of employees
stay and commlitment to the organization, implies that if the amount or value
is peréeived to be relatively high, the more likely that the individual will
gtay. Similarly, it could be stated that individuals act to maximise theilr
net balance of benefits over cost over thelr lifetime. Thus the higher the net
balance, the more likely is the Individual to remain, Empirical and theoretical
support for this statement has been unanimous., Cowler and Legge, in 8 six
weeks study (May - June) 1967, of a large chemical plant, noted that "not one
respondent claiming a take home pay of less than £14.00 a week records a high
degree of occupational intergration. Conversely, not one respondent claiming
about £16.50 a week take home pay records a low degree of occupational role
1ntergration.”26 The First respondents with low degree of occupational role
Intergration {mplies more willingness to chanée job.

Pencavel, also supported the above statement by pﬁstulating that "workers
allocate their employments between industries so as to maximise their net rates

of return over costs over their 11ife time.“z7

In another observation about fhe
reward system, Ingham argued that "the decision to leave or sbtay in anooggani-
zation will be depeﬁdent upon the level! of reward an individual recelves from
the System."za The Reward System of any organization equally determines the
quality of stalf employed by such organization., If the reward system is
inadequate, turnover may occur. In the words of Lawler, "organization that
pays higher than averapge wages seem best to attract ané retain high quality

2
labour"®? than others. _ : '
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t Th fewnrd System, partteaalrly money, tends to be valued very much by
¥
L

the cwployees, wmay not necessarily be a good factor in keepilng him on the job
than in hiring him to the job. However, 1t is still believed to be a good

4

determinant of employees’ stay on the job.

JOB SATISFACTION

The theory behind job satisfaction is closely related to the reward
system. The more the individual perceives his job to be satisfying, the more
likely for him to feel more committed to the organization: Job Satisfaction
refers to "the degree to which an employee feels that his job and membership
of an organization 18 meeting with his needs and wants and his desires for
personal development"30 The preposition heré is that members who have a
positive feeling towards the system are more likely to stay than those who
have a negative feeling. This has been supported by March and Simon when they
argued thar'"the literatere on the factors assoclated with employee motivation
to leave an organization suggests that the primary factor influencing this
motivation is employee satisfaction with the job as defined by him. The
greater the indlvidual satisfactlon with the job, the less the percelved
degirabilicy of movement”Jl Therefore, turnover, could be cbserved to be

caused by lack of joly satifaction Irom the perception of the individual.f

STATE OF THE LABOUR MARKET

This also determines to a great extent the tenure of employees in an
organizartion. Where employment opportuniti;s about, individuals remaining on
their jobs will be small as céﬁpared to a situation where such opportunities
do not exist. in a case study of eight facultles at the main campus of ghe
Ahmada Bello Unlvursity, Zaria, OJUWD and UDO noted that “the observed

relative stability in the facultles of Veterinary Medicine and Agriculture

must not he taken for greater commitment of stalf in these facultles, especlally
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the wafform striecture In the University,  An Important factor 1s workers

w32

glvon

decislont to clumpe |obs §s the avaitability of alternatlve employment.

This statement has clearly shown that even where the job condition is nof
satisfactory, lack of alternative, way force the didividual to remain with.the
present job.
INTERACTION AMK ).N( D EMPLOYEERS
The interpersonal relationship in terms of group interaction, cohesion
and solidarity, among workers, reduce the individual%-willingness to change
job. Where such group relationship is not present, the inddvidual will feel
unwanted and try to find such feelings from somewhere else. PRICE stated
that, "successively higher amounts of participation in primary groups will
likely produce successively lower amounts of turnovet."B?
LOCATION OF THE ORGANIZATION
The location of the organization in ferms of values, norms and relighion,
influences the propensity of the employees to stay or ieave. Thus in a given
geographical area, turnover rates for two or more loéalities will tend to
differ, dependiﬁg on the degree of heterogenity of their characteristies.
After a review ol a number of studies on the differences in turnover rates
between urban and rural arcas, FETTMAN came.tn the cnﬁclusion that "the Urban-

Rural turnover.relationship is consiquently far from determining"34

The other
factors include, religion, social values, etc which may all influence the

willingness of employees to stay or leave.

PARTICIPATION IN MANAGEMENT | g

Management's decision to allow their employees t§ participate in decislons
that affect their work is an important factor im enhancing employee continutity
on the job., in A study of the relationship between m;fale and turnover among
six hundred {(600) Michigan Beld Telephone Uperateors and servioge répresqnéatives



- 29 -

Farrell found that ncurotic personality and attitudes towards wages and
supervision were not significant. The most significant differences between
those who stayed on and those who left wwere found to be the workers' feelings

35 Those who

of ego-involvement in the day to day operatloms of the plant.
stayed on mwuch more than those who left, felt ‘thd€they were free to make

decislons on the job' -and considered themselves making important contributiens

to the Company, s oo oas part of
Suggestions made by CHRUDEN AND SHERMAN on SPe reduction of turpover are
followte S
more petinent to this study since they relate to the retention of scientific
A S A R 10
gt

and technical staff as could be found in our Technical Colleges. They believed

that retention could be attained by an institution under the following
v W
condicions: -

]

Freedom to publish and discuss work'with other members of the

academic community.
b. Association with stimelation from high calibre collegues,

c. Democratic management particularly for those managers in

charge.

d.  AMdequate factticies, resources and technical asslstance

for vescavch,

e, Treatment as an individual and not as part of a machine.36

Williaws, R, L. has also recommended the following procedure and practices

!
'

il educational fustitutions for the efflectiva utilization, motivation and

retention of employees:-~

- a. Appeintments and promotions should be based on character
and ability including experience, knowledge of the subject-

matter, skills in presentation, ability to stimulate,
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enthusiastic devotion to teaching, etc.

b. Promotion should be based on demonstrated merits and

not simply on length of service - {t should not be automatic.

¢. Promotion of staff should be as fast as possibie in the,

light of the services.
d. Staff should be involved in personnel polices.

e. Salaries should reflect consideration of salaries that

staff would recefve {f they exercise their profession out-

side the educational Inntitution.37

L
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CHAPTER THREE

3.1 HISTORY AND GROWTH QF THE ORCANIZATION

The history of the institution could be traced back to 1973, when the
then North-Eastern State established a Technical College to cater for the
products of the former Crafts School. As time went on however, the need for
middle~level technical manpower was hightened, especially with the creation
of Borno State in 1976 and the immigration of a la;gé number of staff
indigenes of Bauchi and Gongola States. [t was further obsersved that
although thete were indigenes of the state i{in the Universities, thelr number
was inslgnificant and on graduation, they occupy higher cadre iﬁ the Civil
Service, leaving a yearning gap between the junior cadre and the senioriﬁadre.
There was, therefore, a sericus need to fill this gap. Although the Ka&una
Pelytechnic (jointly owned by the eleven Northern States) was producing this
level of manpower, it became apparent that ?t could.nut meet the needs of all
the States due to limited resocurces. The Borno State government therefore,
considered It whse to extablish its own College of Technology, to produce
enough middle-ievel technicians and techﬁologists in areas like Englnéering,
Management, Architecture, Land Surveying, etc, This_led to the birth of
Ramar College of Techunelopy tn 1978, 1u place of the Ramat fechLical'College.

The Ramat Polytechnic was established in April, 1978 by Edict No. 7 of
1978, as a State Polytechnic. The Institution which was then called "Ramat
College of Technolopy" was umpﬁwcred accerding to the Edlct "To provide for
studies, training, research and development of techqiques in Applied Science,
Engineering, Manapement and Commerce as well as in other spheres of Learning."
'

The Ramat College of Technology was re-named Ramat Polytechnic in 1979
in accordance with the Federal tiovernment's direction that all Collegeé of.
Technology be re-named Polytechnics. By November 1979, the Institution

assumed the status of a Polytechnic with the appointment of Rector and
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Registrar. Eventhough the first set of Diploma students were admitted in
1979 - 1980 academic session, there were 300 students offering Trade and
Certificate courses in four Departments, namely Mechanical, Civil, Electrical,
and Agricultural Engineering,

The growth of the Polytechnic both in terms of the student population
and academic departments has been enormous. The Polytechnic which started
with a mere student population of 300 and four departments, hs as at today
more than two thousand students and 15 academic departments grouped into 5
Schools namely - School of Agricultural Science and Technology, School of
Engineering and Applied Sciences, School of Environmental Sciences, School

of Management and School of Vocational and Technical Education.

3.2 OBJECTIVES AND FUNCTIONS OF THE POLYTECHNIC

The objectives of any organization are highly related to the type of
products or services it produces. It could Lherefore be observed that the
objectives of the Polytechnic was clearly spelt out in the Edict establishing
the Institution and could be summarised as follows:~ "The production of
technical mnnpnﬁer who will render selfless service to the State in particular
and the whole country in general.," To accomplish this objective, the, .
institution embarks on studies, training and research, and encourages the
development of science, engineering, management, commerce and other fields of
studies. Specifically, the following functions are performed to realise the
above stated objectives:

a, The provision of courses of institutions leading to the award

of the National Diplomas, Higher National Diplomas, National
Certificate of Education (NCE) and other distinction in Science,

Technology, Management and such others at the Intermediate level of

| }
manpower, {
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b. The provision of special courses whether leading to distinctions
or not taking into account at all times the requirements of the -

Intermediate level of manpower needs of the State in particular

and the country in general.

Working in the development of techniques and new technological

fnnovations,

d. The organization of Conferences,.Seminars. Study Groups and
similar activities,

e. Any such activities as may in the opinion of the Council ser?e'

to promote the objectives of the Polytechnic, .

3.3 THE SIZE OF THE POLYTECHNIC

Over the years the Ramat Polytechnic has grown steadily both in terms of
student population, quality and quantity of academic staff. While it started
with only 300 students and 24 academic staff, the institution at present ﬁas
;bnut 2,000 students and 240 academic staff.' There were also increases in
the number of employees and the total ependiture in fixed and current assets.

Table 3:1 shows the number of student enrolment and the academic staff

strength for the last five years.

Year Student Enrolment Academic Staff Strength
1982/83 1,600 130
1983/84 1,800 140
1984/85 1,800 160
1985/86 1,975 193
1986/87 2,052 200

Source - Academic Office
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When the above invormation is expressed as a ratio of students to the

academic staff, we have the following:-

Table 3:2 showing ratio of student to staff for the 1982 - 1987.

Year Ratio of Students to Staff
1982/83 1112
1983/84 ¥il3
1984/85 1:11
1985/86 1:10
1986/87 1:10

When plotted on a graph, the above ratio shows the following histogram:

Figure 3:3 showing the histogram of ratio of student to staff

for the years 1982 - 87

40 +

20

1982/83 1983/84 1984 /85 1985/86 1986/87

Years



Table 3:4 showing the total value of expenditure on fixed

and current assets of Ramat Polytechnic, Maiduguri

Year Fixed Investment 7 Increase Recurrent Exp. Z Increase
1982 WH,B820,569 - W4 ,852,208 -
1983 M6, B40,334 28 N5,441,031 10
1984 N6,596,877 -3 N5,449,047 a2
1985 N7,103,533 7 N5,914,660 8
1986 M7,721,070 8 N5,444,118 -8
1987 WN7,943,157 3 N5,470,112 A7
Source - Bursary Departmeﬁt,

Ramat Polytechnic, Maiduguri.

3.4 ORCGANIZATIONAL STRUCTURE OF THE POLYTECHNIC

The Polytechnic operates with the functional type of organizational
structure even though some elements of the Matrix Organization Ean be. seen

when one considers the way special projects and programmes requiring setting

up of Ad-Hoe Committees. Depending on what one wants to look at, the three

charts of the Polvtechnic can be drawn.

.anvrning.ﬁouﬁciij
!
i [Rector's UfficeJ

Supporting Staff

)
| r

Registry
Dept.

| | ] I

Bursary
Dept.

Library

Academic
Dept.

Works Medical
Dept.

Dept. Dept.

l | l | |

Reglstry Library Accounting Course Works Medical
Staff Staff Staff Co-ordina- Staff Staff
tors, '

Lecturers
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As could be seen from the above chart, the overall control of the
Polytechnic 1s carried out by the Governing Council, This group is normally
appointed by the State Governmént and they are responsible for the genereal
management of the affailrs of the PolyCecHnic. Directly under the Governing
Council {5 the office of the Rector. The Rector is the Chlef Executive of
the lnstitution as well as the accounting officer. He is aésis;ed by the
Deputy Rector. The overall task of the institution is further sub-divided
into various departments namely - The Registry, headed by the Reglstrar who
also reports dlrccly to the Rector. The task of this department is further
divided into various units such as the Senlor Staff gstablishment, both of
wiilch serve as the Personnel Department of the Polytechnic. Other units under
;his departmenf include the Academic Office, Housing and Passages, Information
and Publicity, Students affairs aﬁd Industrial Liaison Unit. Each of Ehesé
departments is headed by Assistant Registrars of various ranks,

The Bursary is also another department which deals with the financial
matters of the instituticn. It is headed by the Bursar who 1s directly respon-
sible to the Chicf Executive. Other units under thils department include the
Salary Section, Revenuee Section, Polytechnie Bookshop, Polytechnic Motel, Cash-
Officg and General Accounts. Each of these is headed by an appropriate
offlcer,

The Library department 1is headed by the Librariaﬁ who 1s dirctly account-
able to the Rector. Other Sections in the Library include Catalogueing,
Reserves, lLoans and General Units. Each of these is taken charge of by the
various lihrary staff. |

The various academic departments are each headed by the Head of
Department and each of them is accountable dirctly to the Rector. There ate

presently [ifteen of such departments in the institution, namely - Accounting

and Finaunce. Agricultural Science and Technology, Architecture and Town
I :

' : _K'ASHIRII ‘..- | :
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Planning, Building and Civil Engineering, Business and Administrative Services,

Electrical and Electroniecs Engineering, Food Science and Catéring Studies,
General Studies, Land Surveying and Estate Management, Mathematics and )
Statistics, Marketing, Mechanical Engineering, Science Laboratory Technology,
Technical FEducation, and Water Technology. It should be specifically stated
here that all of these departments are directly involved in accomplishing the
aims of the institution while all the others serve in staff positions.

Depending upon the characteristics and needs of each of the departments,
various Units and Sections are established with various Lecturers co-ordinating
each Section.

The works Department is headed by the Director of Works who is also
accountable to the Chief Executive. The work of this department include
structural planning of the institution, supervision of building contracts and
all maintenance work are carried out in this department. Like the other'
departments mentioned earlier, this department also has verious sections under
it and each of these sections is headed by the Works Department staff. Some of
these sections include - Building, Electrical, Transport, and General
Maintenance.

The final department is the Medical Service Department. This department
is also heaaded by the Director of Medical Services reporting directly to the
Chief Executive, This department attends to the medical problems of staff and
students of the institution. It is equally divided into sections, each of
which is headed by the appropriate staff.

The second angle from which the structure of the Polytechnic would be
viewed is by iuoking at it from Line and Staff Organizations perspectivea:

The figure below indicates the relationship:
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As mentioned earlier, all but the academic departments are staff
departments wich render sersvices to support the academic departments in
accomplishing the objectives of the Polytechnic. Because of the significance
of the supportive services provided, two kinds of authority relationships run
through the institution.

The first line of authority is the nofmal line relationship which is’
depicted by the unhroken lines in Figure 3:3 above. This line ni authordty
comes directly from the Rector, Whereas in the second case, ;e have a.dslega—
tion of functional authority from the line authority of the Rector. This ;eans
the permission to issue directions to people not under the supervison of such
departments, This however i{s limited to a few variety of activities and
circumstances. For instance, the Repistrar issues directives to all the other

départments with matters such as student affairs matters, information and
1

publication, etc., In the same vein, the Bursar, issues directives as regards
the disbursement of funds.

Another way of looking at the Polytechnic's Organizational Structure is in
the way activities are carried out through the use of various Committees, It is

here that some elements of Matrix Structure applied to the Polytechnic,



Figure 3:4 showing Organizational Structure
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From the figure above, the positions of the various committees in the
Polytechnic are outlined. This chart however does not include the various
Ad Hoc Committees because of their temporary nature, They are however set

according to the need of the moment and appear at all levels of the Organization,

3.5 VARIOUS COMMITTEES DEALING WITH RECRUITMENT, SELECTION AND DEVELOPMENT

There are many standing committees in the Polytechnic. They are normally
categorised in different ways depending upon the perspective at which one is
looking at them, In this study, only the Committees involved with Personnel

activities of recruitment, selection, and development will be discussed.

A. SENIOR STAFFAPPOINTMENT AND PROMOTION COMMITTEE

The membership of this committee is compqsed of seven members of the
Governing Council with the Rector as Chairman. This Committee 18 responsible
for appointment, promotion, discipline of the senior academic, administrative
and technical stqff of the Polytechnic up to Grade Level 14, They are eyually
charged with the responsibility of ratifying Temporary Appointments made by the

L]

Rector on behalf of the Committee,
B. STAFF DEVELOPMENT COMMITTEE

The membership of this Committee comprises of 3 members. They are normally
composed of the Registrar, the Deputy Chief Inspector of Educatfon from the
State Ministry of Fducation, and the Rector as the Chairman. The terms of
reference of this Committee is to consider and approve applications for Study

Leave/Fellowship from members of staff of the Polytechnic, They equally handle

other matters relating rto astaff development.,
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CHAPTER FOUR

DATA ANALYSILS

This Chapter deals with the analysis of data obtained from respondents,
observations, and records of the Organization. Most of the information 1s

presented in a Tabular form,

TABLE 1A

AGES OF RESPONDENTS

o e T ot o

T T 7
Age Range % Male Z % Female % i_Total b4
: ; 3
Below 20 | 0.0 0.0} 0.0"'"0,0! 0.0 0.0
21 - 25 E 1 100 E Q 0.0 E 1 2.5
26-30 1 B 66,61 4 33.4 | 12 30.0
31 - 35 E 12 85.7 E 2 14,3 E 14 35.0
36 - 40 E 10 90.9 E 1 9.10 i 11 27.5
41 and E E E
above E 2 100 i 0 0.0 E 2 5.0
Total 33 82.5 i 7 12.5 5 40 100
X

TABLE Al indicates that out of the 40 staffs who responded, 82.57% Bf’
them are males while 17.57 are females, Out of this figure, 1007 aged between
L]
21 - 25 years and also 41 vears and above; 667 aged between 26 - 30 yéars.

85.7% aged between 31 - 35 years while 90,97 aged between 36 - 40 years. None

of the respondents aged below 20 vears.

Of the female respondents, 13.47 aged between 26 - 30 vears, 14.3%
between 31 - 135 years while only 9,17 aged between 36 - 40 years. None of the
famale respondents aged between 21 - 25 years, 41 years and above as well as
Al

betlow 20 years,
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TABLE 1B - Respondents' Length of Service

“““““““““““““ P - T
Length of } Male | Female ; Total
1 [}

Service S F ” : F Z :' F 1
4 H ' '
1 ] 1 “

Less than 1 yr } 0 0.0} 0 0.0} 0O 0.0
) 1 '

1 - 2 years ''0 0.000 0.0} 0 0,0
v 1 )

2 - 3 years Y5 100} 3 100 ; 20.0
' ¥ 1

1 - 5 years 12 80! 2 20 ! 14 35.0
T ] 1

5 - 7 years 1 8 60} 2 40 ) 10 25.0
' ' '

7 - 10 years ' 4 80!'1 20} 5 15.0
] L] "

10 - 20 years |} 3 100} 0 0.0} 3 7.5
J ] )

Over 20 years |} 0 0.0;7 0 0.0, 0 0.0
. : %
t 32 g ' 40 100
' 1 1

TABLE 1B shows that none of the respondents has served for below 2 years
in the establishment. One hundred per cent (100Z) of the male respondents
have served for between 2 = 3 years and 10 = 20 years; while 80Z served fqr
3 - 5 years anﬁ 7 = 10 years., Sixty (607) of the male respondents served for
5 - 7 years and none of the male respondents sersved for between 1 - 2 years
and above 20 years. Of the female respondents, none served for between
1 - 2 years and 10 -20 yvears and above; while‘IOOZ-se;ved for 2 - 3 years,
20%Z for 5 - 7 years and 407 served for 5 - 7 years,

TABLE 1 € - Respondents' Educational Qualification
r

v

L] ) L]
) Male ! Female | Total
1 + ' —— z
tF 2V F 21 F. %2
! = 1
; ' '
2nd Degree and Above | 16 75.5 V4 24.50 1 20 50.0 .
] 1 ; 1
st Degree 18 B2.93 11 172,07 1 9 22.5
HND 18 94,2211 5,781 9 22.5
NCE P11 100.0 11 10.00 1 2 5.0
OND v 0o 0.0 Yoo o0l 0 0.0
r 1 L]
Others 0 0.0 'O 0.0!' 0 0.0
" = 1 1 1
" 1 1 ]
Total LR 1.9 ! 100
) 1 1
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TABLE 1C shows that out of the 40 respondents, 50% have 2nd Degree and
above, 22.5 are holders of first degree and HND, while only 5%are NCE hol ders

None of the respondents has ON), WASC or other qualifications as stated above.

TABLE 2A
STAFFI NG PGSl TI ON CF ACADEM C DEPARTMENTS AS AT JUNE 1989 X

Depart nent s Nunber of Staff
Accounting and F nance
Agricultural Science and Technol ogy 16
Architecture and Town Pl annnl ng 10
Busi ness and Administrative Sersvices 16
Building and G vil Engineering 8,
Catering and iioLe!l Managenent 12
Electrical and H ectronics 9
CGenera] Studies 20
Land Surveying and Estate Managenent 10
Mat hematics and statistics 9

e Marketing 9
Mechani cal Engi neering 8
Sci ence Laboratory Technol ogy 17
Techni cal Education 17

O the total of 40 respondents who returned the questionnaire, 30 or 75%
of them believed that recruitment within the organization is done from out -
side the institution. nly 25% agreed that some departments al so recruit
acadenm c staff internally. Those departments are the Departnents of Land
Survey and Estate Managenent, Building and Gvil Engineering, and the

Departnent of Science Laboratory Technol ogy.



TABLE 3 A

Effective Sources of Generating Candldates for Employment

' ] L]
T 1] T
! Male | Female )} Total

Sources i ! !

EF b4 EF IE F z
i ) i

Educational Institutions NEg 1000 0.07 & 10
L} ] 1 L}
” ' ' '

News Media 16 65 ] 335 § 18 45
1 L] L]
] L] L]

Ministry of Labour and Productivity ' 0 0.0 ' 0 0.0} 0 0.0
] " 1
] 1 )

Employee Referrals 19 25§ 229,57 11 37.5
] L L
1 1 ]

Unsolicited Applications Ys B2 I 2188 ¥ 1%9
i i i
" ' L]

Total . 33 7 v 40 100
1 1 L ]

I = Number of Respondents,

.

Regarding the most effective source of recruiting employees, responds
indicated that most of the recruitment is done through Newspaper Advertisements
Forty-five per cent (457) of the people agreed that most of the people who
appear for the selection process, do so through News Media Advertisements.

Ten percent (107Z) of the respondents believe that Edcuational Institutions are
sometimes used. Twenty-seven point five per cent (27.5Z) of the people believe
that Employee Referrals is most effective, Seventeen point five per cent
(17.5%Z), on the other hand agreed with Unsolicited applications as being

effective.
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TABLE 3B

Ta Fxternal Sources Generating Adequate Candidates?

|
|
|
i
|
|
{

mpe——————— i me——y .
! Very Many } Many ' Fairly EFeu bon't Know}
! t : - 'Total

'F 71 F Z!F Z IF Z F '

' : ' y, £ .o
Age Below 20 Y0 00y 0 00y 0 0010 00 0 00} 0
21 - 25 I 100y 0 00y 0 00lo 00 O 00 1
26 - 30 v 3 25 v 5 41.6! 3 251 8.4 0 00! 12
31 - 35 v 4 28,6 7 6 42.8) 2 14.3!2 14.3 0 00! 14
36 - 40 v 2 18.2 ) 4 36.3] 3 27.3]2 18.2 0 00} 11
41 - Above 1 0 00O} 2 100; O 00} 0 00 0 00} 2

1 ] L} L ] 1
Total y 10 25 1 17 42.5] 8 20}5 12.5 0 00} 40

1 * L 3 L) T
Qual. 2nd Degree & Above 1 3  18.8 E 10 62.5i 2 12.511 6.2 0 001 16
, st Degree 13 37.5 0 4 501 1 12.510 00 0 00; 8
A (N b3 37,51 4 501 1 12.510 00 0 00; 8
NCE J 4] 00 : g UG: 1 100;0 oo 0 00: 1
OND t 0 00 ' 0 00: 0 00:0 00 0 00r O
Others P 001 0 00t 0 00i0 00 0 o00f o

T - v |
Total P9 73 1 18 54.61 S 15.111 39 0 00! 33

T —r ¥, ]

Years of Service E E i E .
3 and Below ro0 00 1 0 00¢ 0 0010 00 0 00} O
3 -7 1 8 33.31:r 8 33.3: 5 20.8:3 12.6 0 00; 24
7 - 10 . 40 1 3 601 0 0010 00 0 00! 5
10 - 20 1ol 33,35 1 33,31 1 38,410 00 0 001 3
20 and Above ' 0 00 - 0 00; 0 00:0 no o 00: 0

1 ' t ' 1
Total f X 364 Y 12 37.5Y 6 18.8'3 9.3 0 00! 32

' T ] : +
Sex - Male ¢! 8 25 1 12 37.8! 1 21.995 15.6 ‘0 00! 32
- Female o4 50! 3 37.5! 1 12.5!0 00 0 00! 8

— 1 i —+ ;
Total ’ 12 30 ' 15 37.5) 8 2015 12,5 0 00! 40

1

F = Respondents’' Number
Table 3B shows that 67.57 of the respondents felt that the external
source of recruiting is veryv effective in generating adequate number of
candidates for the selection process (42.5% responded 'Very Many' while 252
responded *Many')., There is however no significant difference in the
respondents when classified according to qualification; years of service and

sex, While 817 of the respondents with 2nd Degree and above felt the external



sources is very effeétiﬁé; 717 of the respondents.ﬁifhin the years of service
bracket also ghare that belifaf. There are however some slight differences as
observed in those who belleve the sources is generating few candidatea. When
classified according to age and sex, 12,57 of the respoﬁdents felt that only
few candidates are generated through the external-profess. Thirty-three ﬁoint
four per cent (33.47) of those within the years of service bracket felt that
few candlidates are generated while only 3.97 of respondents within the
qualification bracket responded that few candidates ‘are generated. *

The qn:lli.t}: rf candidates penerated by the various groups influenced the
salection process. Table 3¢ indicated that 757 of th; respoﬁdenls agree with
this. When cumpnréd acearding to Age, Sex, Years of Service, and Qualifiéa—
tion, no significant difteronce s ohserved.  Only 157 of the respondenta

disagree with the sources,
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TABLE 3C

The Quality of Candidates Generated by the Various Sources
Influence the Selection Process

St!’Dngl)‘ ' ) - Stromgly® ]
Agree E Agree EDissgree :Disagreeinfxnow E?otal
F 2 F T F  ZF ZF 2
i y = t i —
Age Below 20 0 c:0 o0 0 010 010 G 1 0
21 - 25 0 011 100 O 010 0 !0 0 1
26 - 30 - 2 16.7 ' 8 66.6: 2 16.6 ;n 0 :0 0 ! 12
3} - 35 2 14,3 :10 71.4» Y 7.2 :1 12} :0 0 ' 14
36 - 40 _ 3 27.3 ? 7 63.6: 1 9.1 :0 00 :0 0 ' 11
41 and Above 1 50+ 0 00 1 5010 90 0 0y 2
Total 8 20 126 65! 5 12.5 11 2.5 10 0 + 40
Qualification E 5 E E E
2nd Depree and 'lLove 4 20.0 :2? 60,0: 3 15.0 11 5.0 10 0 0
lst Degree 2 22.2 v 37 77.8 D 000 20 10 0 &
HND 2 22.2 : & 66.7 1 1. :0 20 :U (': £
NCE 0 001 50.00 1 50 10 80 10 0y 2
OND 0 0010 000 0O 000 D00 O O
Cthers 0 00+ 0 00; 0 0010 00 0y O
Total € 20126 65 512.5i1 2510 0 O
Yeo.rs of Service E E E E E
S - Below 0 o0 ! 0 DU: 0 0010 Do :0 0 ! 0
3 -7 6 25.0 :1b 66.71 2 &.310 20 :0 0 24
7 - 10 2 15,379 6921 1 2.7 11 7710 0 13
10 - 20 ¢ 00 » 2 66.7: 1 33,310 e 0 0: 3
20 - Above 0 00 x 0 00 0 00 :U 0o :0 0 ' 0
S N S N P
Total £ 20 127 67.5; 4 10 11 2.5 10 0 40
Sex - Male 8 25.0 120 62.51 515.611 3110 01 32
- Female 2 25.0 + 6 75.00 0 00 :0 80 :0 0
Total 10 25126 65 512,511 251310 01 40

F = Number of Respondents.

Responses received on whether the current method used by the Polvtechnic
has been contributing to the growth of the Polytechnic, as skown in Table 3D,
897 of the respondents disagree with the statement. Only 11I agree with- the
method as contributing to the growth of the Polytechnic. The Table further

shows that when compared according to the various classifications, 657 of
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those with Second Degree disagree while 83.3%7 of those who served between
3 - 7 years with the Polytechnic disagree with the method. Eighty per cent
(80Z) of the respondents when classified according to sex also disagreed.
For those who agree with the methos as contributing to the growth of the
Polytechnic, no significant differences could be observed.

Even though the wmethods have not been contributing to the growth of the
Polytechnic as indicated in Table 3D, 7Table 3E also shows that the method has
not been a contributory factor in the turnover of Academic staff as recorded
by the Polytechnic. The Table clearly indicated that 0Z of the respondents
sgree with the statement. While 100% of 1he ryerpondents diszgree of «siyonel

disagree with rhe statement; no significant difference could be seen when

compared.



TABLE 3D

The Methods Currently used in Recruitment has Contributed to

the Growth of the Polytechnic
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Others
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- .

L S S P

- -
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40

"
A

- -

17.50 00

5
2
7

0,27 84.4)
12.5! 5 62.5!
1 L]
Ll L
2.5)32 80!
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1
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According to Age, Sex, Qualification, and Years of Sersvice in the
Polytechnic, Table 3F also indicated tjat 62.5% of the respondents agree with
fact that most of the academic staff are recrvited from within the State,
Only 20Z disagree while 12.5 étfongly disagree. Twenty-five per cent (25%)
of the respondents however strongly_agfee with the statement.

No significant differences could be observed whenje#aﬁine according to

the various classifications,

Even though most of the Academic Staff are recruited locally, there is

a mixed responds as regardd whether most of those invited for the selection
also appear for interview. Table 3G provides responses regarding this. When
¢lassified according to age croup, those between the ages of 26 ~ 30, be? of
them agreed that many appear for the interview while 33.4% disagreed. Those
aged between 31~ 35, 64.2%7 of them agreed while 35.8% disagreed. Eighty-one
point eight (81.87) of those aged berween 36 - 40 also agreed while only 18.2
disagreea. When &lassified, the differences are not significant across the
years of service, gqualification and sex.

Table 3H however indicated that most of those that even appear for the

interview do so because they have no other alternative.
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The Table Shows Whether the Current Method used is
a Major Factor in Employee Tsrnover from the Polytechnic

Age Below 20

21 - 25
26 - 30
31 - 35

36 - 40

41 - Above

Total

Qualification -

2

nd Degree & Above

1st Degree

HND
NCE
OND

Others

Total

Years of Service -
3 - Below

3 -7

7 - 10
10 - 20

20 and Above

Total

Male

Sex -

Female

Total

F = Number of Respondents.

The extent of the labour market influence the selection process.

classified according to the various classifications, 87.5Z believed that it

is so while only 12.5% disagreed.
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There are no significant differences among the respondents when
classified according to Years of Service, Age, Sex amd Qualification.

TABLE 3F :
Most of the Academic Staff are Recruited Locally with the State

'Strongly | M yStrongly ! Do not}
Agree Apres :Disagree 'Disagree ; Know ,
] : Y ; ~+ Total-—
F Z.F 27 Z3F ZVF 70,
i : - ; o
Age Below 20 0 0:0 030 0,0 0,0 0, 0
21 - 25 0 0,1 100, 0 0,0 0,0 0,; 1
26 - 30 0 D) 866.6 2 16.772 16.7,0 0, 12
31 -35 1 7.1 ;857.1 ;2 14333 21.4,;0 0, 14
36 - 40 1 9.1;872.7,;2 18.2,0 0,0 0, 1
41 & Above 0 0,0 02 100;0 0,0 0; 2
. [ | 48 L] . | "
L] L] L] 1 L]
Totral 2 5125 62.5 ! 8 2035 12,5, 0 0, 40
- =i T 1 i )
Quzlification - - 2 : - ,
2r. Degree and Above 2 10 ;12 60 | 4 20 32 10, 0 0, 20
1s: Degree 0 00 ) 6 66.7 % 3 133.3) 000 0, 9
HND 0 00 ) 6 66.7 ) 3 33.3 10 00 0; 9
NCE 0 00 ;1 501 50 } 000 0, 2
OND 0 000 00} 0 00 0030 0, 0
Gihers 0 00,0 000 00} 00,0 0, 0
= S Ko i : . ;
Total 2 10 125 62.5 111 27.5 !2 10,0 € 40
Years of Service - E i E E E
3 - Below 0 00y 0 000 00 10 00y 0" 03 v
-7 0 00 16 66.7 } € 25 2 8.3:10 0: 2
7 - 10 0 00D} 646.2 15 38.532 315.3:0 03 13
10 - 20 0 00 } 3 100! 0 00 )0 00!0 O 3
20 - Above 0 000 000 00 0 000 0, 0
1 L] 1 1 L]
L] L} L L] "
Total 0 00 125 62.5 }11 27.5 14 10,0 05 40
L] 1 1 1 1
] ] ] [] ]
Sex - Male 8 6.3 119 59.4 ) 8 25137 9.3}0 0 32
- TFemale 0 00,6 75 2 25 10 00}y 0 O, 8
e ' N — 0
Total 2 512562.5 310 2533 7.5;0 0, 40
- 1 1 1 1 L
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TABLE 3G

Those Invited Through the Recruitwment Process Always
Appear for the Selection Process

Age Below 20

21 - 25
26 - 30
31 - 35
36 - 40
41 & Above
Total
Qualification -

' Strongly °'

' Strongly'

nd Degree & Above
lst Degree

HND
NCE
OND

Others

Toral

Years of Service -

3 - Below

3 -7

7 - 10

10 - 20

20 = Abcve
Total

Sex - Male

- Female

Total

'
L

Agree Agfee Disagree Disagree Don't Know

Total
F Z F I F Z F # F p 4
0 00 o 0 0 0 0 0 0 0 0
0 00 0 0o 0 0 0 0 1 100 |
0 00 216.7 8 66.6 1 8.3 1 8.4 12
0 00 4 28.6 8 57.1 1 7.2 1 7.1 14
0 00 218.2 6 54.5 2 18.2 1 9.1 11
0 o0 1 50 1 50 0 00 0 00 2
0 00 922,5 23 57,5 4 10.0 3 7.5 40
0 00 &4 20 12 60 3 15.0 1 5.0 0
0 00 222.2 6 66.7 0 00 1 113 9
0 00 222,2 6 66.7 1 11.1 O 00 9
0 00 1 50 1 50 0 00 0 00 2
0 co 0 o0 o0 00 0 00 0O 00 0
0 00 0 o0 O 00 0 00 0 00 0
0 00 9 22.5 25 62.5 4 10 2 5 50
0 00 0o 00 O 00 0 00 0 00 0
0 00 6 25 12 50 3 12.5 3 12.5 24
0 00 3 23.1 10 7¢.9 0 00 0 00 13
0 00 0 o0 3 100 O 00 O 00 3
0 00 0 00 O 00 0 00 0O 00 0
¢ 00 9 22.5 25 62.5 3 7.5 3 7.5 40
0 00 6 18.8 18 56.2 4 12.5 2 6.3 32
0 oc 112.5 6 75.0 0 00 1 12.5 8
0 00 717.5 24 60 4 10 3 7.5 40
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TABLE 3H

The Extent of the Labour Market is Contributing to the Large

Number of Candidates Appearaing for Interview

Total
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SELECTION TABLE &A
Methods Used in Selecting Candidates

Methods Male Female Total

F Z F z F 4

Interview 30 83.3 6 16.7 36 90 _ |
Test _ 0 00 4] 00 0 ]
Reference 0 . 00 0 00 0 00
Application Form 0 0o 0 00 0 00
Medical Examination 2 50.0 2 50.0 4 10
Total 32 80 ' 8 20 40 100

F = Number of Respondents.

™

Table 4A shows that of ail ﬁhe methods used in the selecticn pfocess,
Interview has been the most frequently used form in the Polytechnic;_having
83.3%7 of the respondents ranking it as the first. The other cnly method used
is the Medical Examination which was ranked second with 20% of the respindents
agreeing with it. All other methods are virtually not used in the Polytechnic
when it comes to employment of additional or new staff.

Thé idea raised as repgards whether most of the selection carried is hased
on true assessment of the vandidates. Table 4B indicates that 72% of the
respondents agreed while only 27.5%7 disagreed. When examined across the
various classifications; one finds that no significznt differences exist in
the various responses. Only 10% of the respondents believe that they do not

know.
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TABLE 4B

Most of the Selections done Within the Institetion are
Based on True Assessement of the Candidates

Strongly | ' ¢Strongly |, '
Agree ' Agree :Disagree 'Disagree :non t Know '
: : : - } Total
F 24 F "% F 2 \F ~ % 3F z
L) ] ] h | :
; : : ; :
Age Below 20 O 0;0 0,0 030 030 0 0
21 - 25 0 0,1 100; 0 0,0 0,0 0. 1
25 - 30 0 0 8 66.7 4 33.3,0 0 ;0 0.5 12
31 - 35 0 0 310 71.4 } 4 28.6 !0 030 0] 14
36 - 40 0 0.8 72.7 ;3 27.3,0 0,0 0, 1 =
41 - Above 0 032 100, 0 0,0 030 0, 2
1 1 1 1 1
1 ' ' ' 1 —
Total 0 0 329 72.5 j11 27.5 }0 03 0. 40
] ) L] ] - -
L] L L]
Qualification - E : : E :
2nd Degreee & . : d X -

Above 0 0 )14 70 | 6 30 0 030 0, 20
l1st Degree 0 0,7 77.8; 2 22.2.0 00 ! 9
HND 0 0:6 66.7 2 22,20 a 13 1.1 3 9
NCE 0 0,1 50 O 0,0 0 32 50 , 2
OND 0 0,0 0, ¢ 0 ;0 030 0, 0
Others 0 0,0 0,0 0 ;0 030 o, 0

' L] L] \ 1 —
Total 0 0,28 70 , 8 20 ;0 0 32 10 40
Years of
Service
3 - Below 0 e 0 0 0 0 0 0 9 0 0
=1 0 C 16 66.7 &8 33.3 0 0 0 0 24
7 - 10 0 0 11 B4.6 2 15.4 0 0 D 0 E
10 - 20 ¢ 0 3 100 0O 0 0 0 D 0 3
20 - Above 0 0 0 o 0 0 o 0 0 € 0
Total 0 0 30 75 10 25 0 0 0 0 40
Sex - Male 0 0 26 81.3 4 12.5 0 0 0 26.3 32
- Female 0 0 4 50 4 50 O 0 0 0 8

" Total 0 0 30 75 8 20 0. 0 2 10 40

F = Number of Respondents.

The assumption is therefore true that only candidates that distinguish them-
selves during the interview are offered employment. Asked whether the

current method(Intersview) could stil] be considered as the best method
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TABLE 4C s 9 ""‘U;{f’?’%,
)
The Current Method Used by the Polytechnic is the Best Method 6‘“?7‘
‘Stroegly | : \Strongly | . ‘1
Agrae ' Agree :Disagree IDisagres Don't Know :
' - + : 1Total
F %2 +F Z +F - i F -
T T — T :
Age - Below 20 O 0.:0 030 0,0 0,0 o, ©
21 - 2% 0 0131 0,0 0,0 0,0 o' 1
26 - 30 2 16.6 + 8 66.7 12 16.7 '0 0,0 0! 12
31 - 35 2 14.3 310 71.4 12 14.3 !0 010 0! 14
36 - 40 1 9.1 ¢ 7 63.6 ;3 27.3 0 0,0 ) A i
41 - Above 0 032 100;0 010 0,0 0, 2
L} 1 1 1 1
L] Lj 1] " 1
Total 5 12.5 23 7007 17.5 10 0!0 0} 40
' ) ¥ 1 : :
Qualification - ' ‘ : : H
2nd Degree & - - - ) :

Above 2 10 316 80 )2 10 10 00 o! 20
ist Depree 1 13Xt 7 w8 li Al.r o 00 0) ¢
HND 1 11.1 ) 6 66.7 32 22.2:0 0,0 o;: 9
NCE 0 0 2 100 0 0,0 0, 0 e :
OND 0 0, 0 0,0 00 00 o' 0
Nthers 0 0., 0 0 .0 010 0! 0 0. 0

—_— e ——— i —— ~—— Qi e
Total 4 10331 F72.5 05 225 YD 00 0 ' &40
— e —
Years of Service - s . A : :
3 - Below 0 0: 0 0 30 030 0,0 o! 0
3 =7 & 16.7 118 5 22 8.3 10 0.0 0., 24
7 - 10 2 15.4 , 8 16.5 ;3 23.1 10 0;: 0 o} 15
10 = 20 0 053 100 )¢ 00 0., 0 0| 3
20 - Above 0 0!0 00 00 Cc: 0 c! ¢
Toral 6 15 126 72.5 ¢ 125 ¢ 0 0!
Sex. - Mzle 6 18.8 122 68.7 ;4 12.5 30 0,0 0., 32
-~ Female 1 12.5% 6 75 1 12.5 )0 o0 0! 8
e e T, i e e Pty B T el L LA e T L
) L] ] 1 ]
Total 7 37,5 128 0 38 12.5' D 0!o0 0 40
1 L (] y '

so far used by the Polytechnic, Table 4C shows that 87.5 agreed that it is
the best while nly 12.57disagrecd with it., When classified according to
Respondents (ualification, Age, Years of Service, and Sex, lictle c¢ifference
is obsrveed which is not significant enough.

When asked whether the current process of employment has been contribu-
ting to.the recent turnover recorded in the Polytechnic, all the respondents

disagreed.Classification according to Ages, Years of Service, Qualification
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and Sex, B7.57 of them disagreed while 12.5% strongly disagreed with this
fact.

Table 4E shows the responds received as regards whether factors such as
tribalism, sectionalism, etc. influence the selection of candidates when
classified according to age, a total of 62.57 agreed while 25.5% disagreed.
The seme percentage was recorded when examined according to age, Sex, years
of service, and qualification. The only obsersved differences is from the
classification which those aged between 26 - 30 years recorded 66.7Z as
agreeing, only 16.67 disagreed. Similarly 57,12 of those aged between 36 - 40
agreed while only 28.6 disagreed. When examined according to qualifications,
607 of those with Second Degree and above agreed whle only 20 disagreed 66.7%
of those with first degree and those with HNI also agreed while omnly 22.27
disagreed. When examined from respondents’ years of service, those who served

for between 7 - 10 years recorded 77.97 as agreeing with the statement. Only

15.4 disagreed.
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The Method Used in Selecting Candidates for Employment is
the Major Factor in the Current Turnover Recorded by
the Polytechnic

TABLE 4D
' StronglyjAgree Disagree}Strongly ,Don't Know |
Agree : yDisagree | -
: : = - ' Total
F :E F 2 EF zEF 71 F z
i i : i 0
Age Below 20 0 00 0! 0 0! 0 o0 o !
21 - 25 0 00 0,1 1000 030 0, 1
26 - 30 0 0; 0 0 ;10 83.3; 2 16.7 ;0 o 4 12
31 - 35 0 '0 012 B85.7! 2 1.3 0 0o ! 14
36 - 40 0 "0 010 90.9'1 9.1)0 g : 3
41 - Above 0 y 0 0452 100, 0 0,0 o, 2
' : : - 0
Total 0 0y 0 0135 87.5)5 12.5 0 0 ! 40
v : : —f f
Qualification - : : - o '
2nd Degree 0 0} 0 0 !16 80} 4 20 7 0 0, 20
1st Degree 0 0, 0 039 100; 0 0,0 o 3 9
HND 0 0y 0 0! 9 100} 0 0,0 o ! 9
NCE 0 0} 0 0!1 50! 1 5 1 0 o ! 2
OND 0 0y 0 010 ' D 0,0 0, 0
Others hU___ QE_E_'? i_f_ OE 0 0 E 0 0 é 0__
Total ( 0, 0 0135 87.5; 5 12.5,0 0 , 40
L] 1 1 e it
] ] " L] L]
Years of Service - 4 - ' ' '
3 - Below 0 V0 00 0 0 030 0oy 0
3-7 0 v 0 0320 83.3) 4 16.7 ; 0 0, 24
7 - 10 0 10 0 )13 100} © 0,0 0 § 13
10 - 20 0 0 0Y2 66,202 3331 D o ! 3
20 - Above 0 0 010 0} © 00 o7 0
o ‘- L] o ] I e—————
Toral 0 of 0 0 535 B?.SE 5 12.5 E 0 0 ) 40
AR S S " R —
Sex - Male 0 0y 0 O 30 93.7;, 2 6.3, 0 0 32
- TFemale 0 0! 0 O0!5 62.5) 3 3250 o ! 8
[ 1 [ — 1 P—— =
L [} 1] [ ]
Total 0 0,0 0 y 0 0 40
1 1 L]

w
wn
wn
-~
un
n
-
~
-
wn

F = Number of Respondents.

Table 4F shows the responses of the staff as regards whether of the
current method is changed, the quglity of staff to be employed will improved.
The Table shows that of the total number examined according to age, 85%
disagreed (B0Z disagreed while 5% strongly disagreed). Only 157 agreed.
However, when examined according to qualification, 90Z of those with Second

Degree and above disagreed while 57 strongly disagreed only 51 agreed. Those
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with First Degree and HND recorded similar responses. While 77.87 disagreed,
cenly 22,27 agreea when examined according to Years of Service and Sex, no
significant differences could he observed because, a total 85% (75 disagreed
and 10% strongly disagreed) disagreed and only 157 agrééd;-.

When asked whether of the present Appointment Committee is reorganised,
the Selection Process will be berter. Table 4G shows that when classified
according to years of service, sex and gqualifiction, the £ota1 Tesponses shows .
that 80% of them agreed, 10%Z strongly agreed and o~ly 10% disagreed. The total
of the responses according to age, 72.5% agreed, 104 strongly agreed and only

17.5% disagreed. None of the respondents strongly disagreed with the statcment,
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TABLE 4E
Apart from the Methods used, do you believe that

Facters such as Tribalism, Sectionalism,
etc influence the selection of candidates?

"Strongly, B 1 SR yStrongly ! Do not !
Agree__j Er _ED sagr _i_Disagreei_ Know E Total
F P 7 0F 7 1F nF %!
L L ] L] Al L]
+ - } 1 3
Age Below 20 0 o) 0 00 010 0! 0 0} 0
21 - 25 0 ‘1 100! 0 0 !0 o'o o 1
26 - 30 2 16.7) 8 66.7 ' 2 16.6 !0 0! o0 0! 12
31 - 36 2 14.3) 857,14 28.6 !0 0)!o o0 14
36 - 40 1 9,1' 7 63.7 '3 27.2170 olo o! 11
40 - Above 0 0 1 501 50 10 0! 0 0! 2
=+ : : : :
Total 5 12.5) 25 62.5 '10 25.5 !0 0o!'o 0! 40
] : T ] -
Qualification - : - - : :
?nd Degree and Above 4 20, 12 60 | & 20 ! nee 0! 20
Ist Degree 1 11.1! 6.66.7 2 22,2 0'o0 0! g
BND 1 11.1) 6 66.7 ' 2 2222} 0o'o 0! g
NCE 0 0, 1 501 50 ! 0! 0 0 ¢ 2
OND 0 0y O 0! 0 040 o0 i+ 0
Others 0 ¢, 0 010 0 030 5 M- 0
__E____i_mh_ﬁ__q_P_. ' ———
Total 6 155 25 62.5 5 6 22.5 go 0410 0 E 40
—————— T — A4 an "_— 1
Years of service - - . s : }
3 - Below 0 Or 0O 0+ 0 0 10 0.0 0! 0
3 -7 5 20.8v 14 58.4 + 5 20.8 30 630 0 24
7 - 10 1 7.7y 10 77.9 ¥ 2 15.4 10 60 0, 13
10 - 20 0 Ov 1 33.3 4+ 2 66.7 10 0,0 0. 3
20 - Abave ( or O G0 0.0 00 0! 0
P S B e A ————————
Total £ 15y 25 62.5 3 9 22.5 30 0 0 ) 4
. S —— e
Sex - Male 6 18.8y 22 68.7 + & 12.5 1,0 0410 o 32
- Female 0 o} 3 37.5 5 5 62.5 50 0 5 0o 0 ; 8
- & J T T - L T
Total 6 155 25 62.5 5 g 22.5 io 0 § 0 0 E 40

F = Numher of Resnondents.



- B0 -

TABLE 4F

If the Current Method is changed, the Quality of Staff
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TABLE 4G
If the Appointment Committee is reorganised, the
Selection Process will be Better.
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DEVELOPMENT
TABLE 54

Would you agree that the present Staff Development Policies
of the Imstitution is Good?

: o : ' ' '
- o s R Yes | No N DE Ezt !
' : - 2P + Toctal
F Z . F 21 F r
* 1 1
: 1 1 f
Age Below 20 - . 0 01D o o ! 0
21 - 25 R 0 0,1 100} O 0] 1
26 - 30 _ 2 16.7 '10 83.3'0 0! 12
31 - 35 I 2 14,3112 85.7, 0 0! 14
36 - 40 1 9.1!10 90.9'0 0! 11
41 -Above _ 1 50 ;1 507 0 Q! 2
L) I t
1 1 1
Total 6 15 334 85 0 0, 40
- i - 1 1 ki
T 1 1
Qualification - 2nd Degree and Above 6 30 114 707 0 0, 20
- 1gt Degree 1 11.1 ! 8 88.9) 0 o 9
-~ HND 0 o9 1007 0 0 G
- NCE 2 100 ;0 g, 0 0 2
- OND 0 g0 0y 0 0 4
- Others 0 010 0, 0 0 . 0
1 L I
] L4 '
Totral ¢ 22.5 {31 77.51 0 D! 40
1 [ ]
1 ] I
Years of Service - 3 - Below 0 DV 0 (Y 0 O
3-7 4 16.7 320 83.3'0 0! 24
7 - 10 2 15.4 '11 B4A.61 0 Q! 13
1t - 20 1 33.3, 2 66.7, 0 (13N 3
20 and Above . 4] 0,0 0; 0 g 0
L} t 1
Total v 17.5 133  82.5; © 0 40
\ 1 1
I 1 t
Sex - Male . 7 21.9 125 78.1) © 0, 32
- Female S 0 0, 8 1007 0 o, 8
. ' \ 1 .
s [ T 1
Total 7 17.5 !33 82.5' 0 0! 40
. 1 L] L]
- F = Number of Respondents

Table 5A shows responses {rom the different clasgifications as
regards whether the present staff development policies of the Polvtechnic is
good. On the whole 857 of the respondents according to age disagreed with
the present Policy. Only 15% of theﬁ agreed when examined according to the
respndénts' qualifications, qnly 30% of those with Secﬁnd”Dégfée'aﬁd ;go;;

agreed that the Policy is good while 707 disagreed. Eighty-Eight point nine
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per cent (B8.9Z2) of those with First Degree disagreed while 100% of those

with HND disagreed. The total shows that 77.57 disagreed while 22,57
agreed. 1t shows also that virtually those with HND disagreed because very
few benefited from such policies. When examined according to Years of
Service and Sex, no significant difierences could be observed. While a
total of 82.57 of those classified under Years of Service disagreed, only
17.57 agreed. A similar number is also obtained when classified according
to Sex.

As regards whether the respondents have attended anyldevelopment
prog;;mme sponsored by the Polytechnic, Table 5B shows that the responses
are somehow not greatly different. While a total of 52.57 when classified
according to age benefited, 47.5% did not. When examined according to
guglifications the response is fifty, fifty. Fifty per cent (507) benefited
while 507 did not. When extended to vears of service, 57.57 benefited while
42,5% did not. Similar figure is also obtained when classified according to
sex. As the Table shows, virtually all those who responded that have either
First Degree or Hnd, none of them has benefited from the develcpment
programme, While 1005 of the resporncents with NCE benefited irom the develo-
meNl programme. fhuse who benefired greatly are those who served between

3 - 7 vears with 66.7Z. Only 33.3%7 within this category did not.
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TABLE 5B

Havve you attended any Development Programme =

Sponsored by the Polytechnic?
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Has the Organization been encouraging people

Age Below 20
21 - 25
26 - 30
31 - 35
36 - 40
41 - Above

Qualification - 2nd Degree & Above
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TABLE 5C

to go for Further Studies?

Total

1st Degree
HND

NCE

OND

Others

Total

Years of Service - Below 3

Male
Female

Sex -~

3 -7

7 =10

10 - 20

2 1 - .-'-;b OvVe
Total
Toral

' ' Do not !
Yes E No E D:now E
H M . Total
L] " L
F. %2, F 2 -F 7,
i — :
1 " L]
0 0! 0 r D 03 0
0 0! 1 1100 0 0] 1
0 0122 100, 0 0, 12
0 014 1000 0O O ! 14
2 18.2) 9 81.8 0 o0 11
0 0y 2 100, 0 O 2
1 1 1
1 L] T
2 51 38 95! 0 0 ) 40O
' * 0
2 10,18 9%,; 0 0, 20
0 0! 9 100 0 O, 9
0 0y 9 100, 0 0 9
0 cy 2 10 0 0; 2
¢ 0, © o 0 0 0
0 0, 0 6y 0 0, 0
: 0 i
0 0! 40 100} 0 O 40
reen : frerea]
0 0,; 0 + 0 0 0
0 Y2 100y 0 € 2
2 15.4 ) 11 B4.6; O 0§ 13
0 ¢! 3 1100, 0 0 3
0 0y © e, 0 0 0
2 5 1 38 @5, 0 0, 40
2 6.3 )30 93.7)! 0 0! 32
0 0') 8 100 0 O, &
[] 1] )
2 5 38 95! 0 © E 40
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TABLE 5D
Has the Polytechnic been Organising Special Development
Programme Internally for the Staff?

Total
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Table 5C shows that 95Zof the respondents felt that the Polytechnic has
not been encouraging people to go for further studues. Only 5% believed that
the school does. When examined according to qualificatioms, years of Service,
and sex, a total of 100Z under qualification did not agree that the Polytechnic
bas been encouraging people while 95Z did not agree when classified according
to years of service and sex. Only 57 in the various categories agreed., Only
18.2%7 of those aged between 35 - 40 feltr that there is little encouragement
from the Polytechnic for further studies. At the same time, only 107 of those
with Second Degree and above agreed. Those who served for between 7 - 10 |
years also agreed witghonly 15.4%.

Because of the fact that the Polvtechnic has not been encouraging people
for further studies, a further question was asked as regardés whether it is 2
factor encouraging some Academic Staff to ]eave‘the Services of the
Polytechnic. Table SE shows the responses for this qustion. The table chows
that 87.5%7 of the respondents when clzssified according to age agreed that

lack of encourzgement has been encouraping people tc leave. Oniy 12.57

disagreed, 0f those whe agreed, those who aged between 2i- 25 and 31 - 35
vears recorded the highest with 100T and €2.8% respectively. All of those
with First Degree and END also agreed with 1007 ecach. Ninety per cent (90%)

of those with Second Degree and zbove  greed while 10% disagreed.
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TABLE 5E
from the Polytechnic?

Is Staff Development Problem Contributing to Turnover
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TABLE SF
If the present Policy is Reviewed will it minimise the Rate of
Turnover from the Polytechnic?
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TABLE 5C

1s the Staff Development Committee Performing
up to Expectation?

' ' Do not '
Yes No
Koy Total
F 2 F 4 F y 4

Age Below 20 0 0 0 0 0 0 0
21 - 25 0 0 1 0 0 0 0

26 - 30 4 33.3 8 66.7 0 0 12

31 - 35 4 2B.6 10 71.4 0 0 14

36 - 40 1 9.1 10 9%0.9 © 0 11

41 - Above 0 0 2 100 4] 0 2

- Total 9 22.5 31 177.5 0 0 40
Qualification - 2nd Degree & Above 5 25 15 75 0 0 20
1st Degree T 1.3 8 88.9 ¢( 0 9

HND 1 1l 8 68.9 0 (] 9

NCE 2 100 0 0 0 0 2

OND 0 0 0 C 0 0 0

Others 0 0 0 & 0 4] 0

Total 9 22.5 31 7i.5 0 ] 0

cars of Service - 3 and Below 0 0 0 0 0 0 0
3 -7 B 25 18 75 0 0 24

7 - 10 2 15.4 11 B84.6 0 0 13

10 - 20 0 0 3 100 ¢ 0 3
20 and Above 6c 0 0 0 O ) 0

Tota} E 20 32 80 0 0 40

Sex - Male 2 6.3 90 93.7 0 0 32
Female 7 87.5 1 12.5 0 4] 8

Total 9 22.5 31 71.5 0 0 40

F = Number of Respondents.

Those within the years of Sersvice bracket also show that a total
87.5% agreed while only 12.5% disagreed, Those who served between 3 - 7
years recorded 91.67 agreement while 8.4% disagreed. 84.6%7 of those who
served between 7 - 10 years also agreed while 66.77 of those who served for
10 - 20 years agreed. A total of 87.5%7 of the respondents according to
sex agreed while 12,52 disaéreed. All the female respondents agreed that

the Policy has been encouraging people to leave the organization,
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Asked whether if the present policy is ;evieWed, 1t will minimise the
rate of turnover, all the respondents agreed. Table 3F shows that whether
classified according to age, sex, qualification or years of service, 1002
felt that it will minimise the turnover rate. No differences are recorded
from the various classifications. -

Table 56 shows that most of the respondents did not agree that if the
_Committee is reorganised the raﬁe of turnover will be minimised. It _
therefore, shows that the responses recorded in Table 5F is the main
problem. Table 50 further shows that 77.5% of the respondents answered
'Ho' to the queéfion while only.22.52 answered ‘*Yes'. When classified
according to vears of service. gualifications and sex, only the years of

service yecorded some differences. The Table shows that 3 total of B8GZ

responded 'No' while only 207 answered "Ves'.
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TABLE 6A

Is Job Satisfaction a Major Factor in your staying
in the Polytechnic?

] { ] 1]
Yes ! No et
2 H ' Total
] 1 1]
F I A -
L L] 1
L] [] 1
A ] L] 1
Age Relow 20 0 0 O 0,0 - - 0
21 - 25 0 315 0 0,0 ' 1
26 - 30 0 0112 100 ;0 0 12
31 - 35 2 14.3 )12 85.7,0 0, 14
36 - 40 2 18.2 ) 9 81.8:0 0 X
41 and Above 0 o) 2 100 E 0 1 2
] 1
i g L L]
Total 4 10 § 36 90 5 0 0, 40
' L] —
[] ] ]
Qualification - 2nd Degree & Above 2 10 | 18 9 ; 0 0, 20
lst Degree 0 0y 9 100, 0 0 . <
HND 0 0F 9 1000 0} ]
NCE ] 50 7 1 S0, 0 0 2
OND 0 o 0 0,0 0, 0
Others 0 0., 0 00 0 0
" 1 ]
] ] L]
Total 3 7.5 37 92.5:0 0} 40
Years of Service - 3 - Below 0 0, 0 0.0 (o 0
-7 2 B8.3)22 91.7:0 0! 24
7 - 10 2 15.4 )11 84.6: 0 D 3
10 - 20 1 33.3: 2 66.7,0 '« - 3
20 ané Above { 0. O 0.0 0-, 0
S——— __.__ﬂ;_ e +# — : i
Total 5 12.5 ) 35 87.5 E 0 G 40
. ] -0
Sex - Male 3 9.4 ;29 90.6 ; 0 ' - 2
- Female 2 25 7 6 75 1 0 o) 8
1 1 L]
[] ] 1]
Total 5 12.5 i 35 87.5 5 0 0, 40
L] L]

F = Number of Respondents

Table 6A shows that 89.47 of the respondents are dissatisfied with
their stay in the Polytechnic. Only 10.6% are satisfied. When classified
according to age, those aged between 21 - 25, 26 - 30 and 41 and above are
1007 dissatisfied while 85.7% and 81.77 representing those aged between

31 -~ 35 and 36 - 40 respectively are dissatisfied. Ninety five per cent
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(95%Z) of those with Second Degree and above are dissatisfied while 1002
of those with First Degree and HND asre also dissatisfied with their stay.
Those with NCE felt satisfied with their stay. A total of 92.3%7 of those
who served the Polytechnic from 3 - 20 years are also not satisfied while
only 7.7% are satisfied.

0f those who felt satisfied, when asked further whether the job they
are doing is interesting, Table 6B shows that only 10Z claimed that their
job is interesting while the remaining 902 did not share that idea. When
examined according to age, qualification, years of service and sex, no
significant differences could be cobserved.

Table 6C shows responses from those who believe that they are not
satisfied with their stay in the Polytechnic, when asked whether they will
accept jobs in another place, the Table indicated that 907 responded by
saying 'Yes'. Only 107 said 'No'. Based on gualification, all of those
having first degree and HND wanted another job in another place, while

those with NCE are contented with their job presently. This is represented
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TABLE #B

Total

Yes

If 'Yes', do you feel your job is interesting?
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TABLE 6C

1f 'No', will you choose another job in another place?
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will you still continue with Teaching but in a
different Institution?

' i } Do not 1*
s Gt Ne Y Know
. : — Total
1 ] ] ]
. F I T- 2:F 7,
T i i
Age Below 20 0 0y, O 030 0, 0
21 - 25 0 0Oy 1 100} 0 0 1
26 - 30 0 0, 12 1000 0, 12
31 - 35 0 D - 3 =300 10205 36
36 - 40 1 9.1y 10 90.9 0 (R § |
41 and Above 1 50y 1 50 ; 0 o 3 2
1 L] "
T ¥ ]
Total 2 50 38 95:0 0, 40
= b L i
L L] 1
Qualificarion - 2nd Degree and Above 1 5y 198 95 } 0 0, 20
1st Degree 0 0y 9 10040 0. 9
HND 0 0y 9 100 3 O 0, g
NCE 2 100, © 00 0 3 2
OND 0 Qy 0 0.0 0, 0
Others 0 0, © 00 0 0
" ¥ A B
= [] " []
Total 3 7.5, 37 92,5: 0 0, &0
—— ' }
Years of Service - Below 3 4] 0, 0 0,0 s 0
3 -7 2 B.3) 22 91.71 0 D ] 24
7 - 10 1 7:2) 12 92.3'0 0! 1313
10 - 20 0 03 3 100 ;0 0 3
20 and Above 0 o) 0 0.0 o )R 0
______ | . RTRpRp— | L
Total 3 7.5y 37 92.5: 0 3 I 40
S T 1 o '
Sex. - Male 1 3.1y 31 96.9 , C s S 2
Female 2 253 b 75 : 0 o 8
L ] ] *
v 1 il
v 0 0, 40
L} 1

Total 3 7.5 37 92.5

F = Number of Respondents.

Tahl? 6D shows that of all the responses received, 93.2% have expressed
their dissatisfaction. Only 6.87% are willing to continue with Teaching.
When classified according to age, sex, years of service and qualification,

a total of 957 of those classified under age bracket do not want to continue
with teaching and only 5% are willing to continue. Ninety five per cent

(95Z) of those with Second Degree and above also showed their disinterest
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in continuing with teaching, while 1007 of those with First Degree and
HND also feel the Same way. Only those with NCE are willing to cont isue
with teaching but also in another place. Ninety one point seven per cent
(91.72) of those who served between 3 - 7 years and 92.3 of those who
served between 7 - ]p Years are also not willing to continue with teaching.
One hundred Percent (100%) of those who served between 10 - 20 years also
follow the same way. When classified according to sex, 96.97 of Male
respondents are dissatisfied with teaching while only 3.12 are satisfied.
On the female side, 757 are not willing to comtinue with teaching while
257 are willing.

On the question of aliowances and how effectively z:d regularly it is
being paid, all the respondents felt that the allowances are not adequate
and the payment is not regular. When exzmined from Sex, age, vears of

Sérvice, and qualification Table 6F shows 100Z of the respondents in all

Calegories are not satisfied with the allowances and the payment,
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TABLE 6E

Are the Allowances and other Benefits adequare
and paid regularly?

: : ' Do not 1
Yes No ' '
; ; lnow__i Total
Ty E '
F z ; ¥ 4 1 F z ;

Age Below 20 0 0 E 0 o0 E 0 0 E 0
21 - 25 0 0! 100!0 0 1
26 - 30 0 0 32 100 ' 0 0 12
31 ~ 35 0 0314 100 3 O 0 14
36 - 40 0 0 111 100 ) 0 0. 11
41 and Above 0 012 100, 0 03 2

} —- }-
Total 0 0 }40 100 )} 0O 0} 40
— ¥ 3
Qualification - 2nd Degree and Above 0 0 320 100 ; © 0 . 20
1lst Degree 0 0:9 100 ;0 0. 0
HND 0 09 100! 0 0, g
NCE 0 02 1000 g 3 2
OND 0 0)0 1000 0! 0
Others 0 )0 100! 0 ) 0
-— N e
Total 0 0 140 100 : O o 40
1 1 )
i N v
Years of Service - 3 and Below 0 0,0 100 0O (U 0
-7 0 0124 100 ! 0O 0! 24
7 = 10 0 0 .13 100 ; © a ! 13
10 - 20 0 013 100! 0 0 3 3
20 and Above 0 00 100 ! 0 0! (¢
Total ( 0 }40 100 )} © (I 40
1 '_"_':' :
Sex - Male 0 0 !32 100 ;0 : I 32
Female 0 0: 8 100, 0 0, &
1 1 1
1 [ L]
Total 0 0 ;40 100 , © 0} 40
L} 1 |

F = Number of Respondents.

On the area of promotion, mixe; responses was received. When examined
according to age, Table 6F shows that a total of 50% of the respondents feel
that the Policy is good while 507 disagreed. However, when examined accord-
ing to qualificaticn, a total of 757 agreed that the present Policy is good

while 287 disagreed. As regards vears of service 77.5% agreed while 22.52

disagreed. Classification according to sex shows that a total of 807 of
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respondents are happy with the Policy while 20%Z are not,

Most of those who expressed their dissatisfaction with teaching, also
that.their continued stay in the Polytechnic is simply because they

ne alterpative. Eighty-geven point five percent (87.5%) felt that they
because there is no altexngtive currently open te them. Only 22.5%

their stay is because they like. the job, When classified accerding to

various classifications no significant difference is observed as Table 66

shows.
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TABLE 6F

1s the Organization's Policy for Promotion Satisfying?
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TABLE 66

Is Your Stay in the Polytechnic simply because you

have no Alternatives?

""L
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CHAPTER FIVE

FINDINGS, RECOMMENDATIONS AND CONCLUSION

Literarily, the recruitment process starts with Personnel planning.
Personnel planning provides the basis of identifying the number and types
of Personnel that will be required - over a period of time. Furthermore,
Job analysis provides the requirements needed in terms of skills, abili-
ties qualification and experience. This is then developed through
Strategy development to know who to invite; how to ;hvité him, the message
to send out in order to attract him and the timing Of the entire process.
This is normally designed and kept. Once a vacancy occurs, the persos-
nel department is notified-and the whole process will be reactivared.
Emphasis is however, placed on identifying whether to recruit internally
through promotion or to recruit from outside. Whichever method i-
adopted, the sources through which to contact such candidates is very
important.

In practice, the Ramat Folytechnic follows a similar design, They
however, Qquite often rely on external recruitment than internal recruit-
ment particular when recruiting Academic staff. From the responses
received, the Polytechnic shed more of news media, unsolicited applica-
tions and employee referrals than any of the other remaining sources. On
examining the sources, one finde out that they have all along been very
effective in generating the required candidates for the selection process.
And as Table 3E shows, the sources have not been contributing to the turn-
over of staff in the institution.

Furthermore, most of the Academic staff that are employed recently,
are recruited_locplly from within the state. This however applies to only

first degree and HND holders. When higher degree is required, most of the

staff are recruited either nationally or internationally.
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It is also observed that despite the fact tiat the sources have
been effective in generating candidates, many of those interviewed were
also very quick to point out that it is the labour market that is
contributing to the large turnout and not necessarily because the sources
are effective.
| In selection, Organizations are always interested in examining the
validity and reliability of the selection tools, so as to employ the best
candidate into the organi: tion. There are a number of tools that are
normally used. These inciude interview, test, application forms,
references and recommendation etc. 1In Ramat Polytechnic, the major tool
used in the selection process is interview. Table 4A shows that inter-
view has 807 of the people agreeing with it.
Furthermore, most of those who have been emploved over some years
in the institution did not agree with the fact thst the methods used in
selecting candidates contribute to turnover. The performance of candida-

tes on the Job has also been very impressive theredy confirming the

validity of the selection tools. The most importaant finding here is that
most of thbse interviewed did not have confidence on the Committee. The
selection comrittee has not been performing up to expectations of mest

members, It further shows that despite the validity and reliability of
the selection tools, elements of tribalism and sectionalism influence the
judgement of the committee.

On development, most of the stafi are not appretiative of the
development policies of the institution, The institution has placed less
emphasis on staff development particularly those with second degree and
HND. Even the first degree holders are not encouraged to go for further
studies. The institution only gives study leave with pay but has not

been paying tuition fees. They normally advise candidates to secure

external sponsorship.

Moreover, most of the respondents felt that the organization has



- 84 -
not been organizing special programme to enable them advance on their
Jobs. This has therefore demostrated that the polytechnic has always
been paying tittle attention in the area of stafi development.

This has therefore been regarded és one of the major areas that has
been contributing to turnover in the polytechnic. This has been speci-
fically shown in table 5F in Chapter four. Furthermore, the staff
development committee has not beén ﬁeasﬁring to expectations. Table 5A
.has spéfjfically shown this. = .,

-~ On the issue of retention, most of the staif are not satisfied with
their Jobs. Only few of those who are satisfied believed that their .Job
is very interesting. 1t is a known fact that dissatisfiéd emplovees
always put less effort on their Jobs. This is the more reason why the
standard of instruction in the polvtechnic is gradually falling. The
situation however, is not limited to the polytechnic but rather, most siaff
felt dissatrisfied with teaching and are therefore not willing to accept
teaching appointment even in anotﬁér|institution. Most of the staff want
to change Job completely.

Factors contributing to the dissatisfaction includes the lack of
development policy that encoufages staff to advance on the Job, Non
payment of allowances regularly and even the fact that the sllowances are
not adequate. However, their continued stay in the polyvtechmic curren tly
islsimply because they cannof.alternative employment.

RECOMMENDATIONS

Manpower is infact the most important ingredient of any dfganization.
The way they are handled tells much about the efficiency, effectiveness

or otherwise of such Organizations. Thisg aspect of the project therefore
recommends to the management of Ramat Polytechnic ways that will

encourage staff to put their best in performing their duties and to
discourage them from 1eaving.or geting dissatisfied withltheir Jobs.

The recommendation is based on the sub-division discussed in the earlier
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- Since Recruitment is the beginning of the process where a stable

parts of the project.

Recruitment and selection

labour forﬁe ééﬁld.be obtained, the attention of the Polytechnic should
be direct4d in recruiting nationally and internationally. This will
bring about_much intergration améng the staff and noun of them will

feel as being sﬁperior simply because he is an indigine of the state.

~ Standard application forms should be designed and anybody willing to -
take up appointment should fill the form in his.own héndwriting. This

should then be stored and referred to any time the candidate is invited

for an interview. This should include details of what the candidate is
expected to do. Once this is effectively designed, it can then serve as
the initial secreening step before other steps-are taken.

-~ Also, the use of references and recommendations by referees should

be adopted. Currently consideration has not heen giﬁen to referees
report. This is why sometimes, staf{ members abscond from the instite-
tion without knowing where they have goue to and nobody to hold
responsible to return the Polytechnﬁcé proPErty. e

- The staff appointment and promotion Committee should azlsc he reorgarised,
Currently, the committee has not been performing to the expectations of
the staff. At times, tribalism and-secfionalism inflvence their selection
of candidates. Heads of departments should be given the full rights to
assess the candidates for their respective departments before they are
recommended for interview by the Establishment division. The Committee
should be solely composed of Heaés of departments, Course Coordinators and
Representatives of the Estahlisbment division. |

~ More than one predictor shﬁnla alsd be employed.by the iﬁstitution.
Candidates should be subjé&iéd to multiple hurdies and the resulfslséauld
not be compensatory. This will provide candidates with the interest im

teaching to be appointed and their stay will be beneficial to the poly-

technic,



= Bl =
DEVELOPMENT
The staff development policy of the polytechnic should be examined
with a view to incorporating the following:
- Academic staff should be encouraged to go for studies after omne
year of their joing the polytechnic. This will be in line with what
obtains in the University. For those with second degree and above, a
maximum of two years after acquiring the 2nd degree should be stipulated
for them. This will encble them proceed for their doctatrate'degree.
- The polytechnic should assume responsibility for full payment of
all.expenses of staff, such as tuition fees, project allowance, books
allowance erc and discourage the situation where external sponsorship
should be sought.
- Special attention should also be shown to HRD graduates whose ai lity
te obtain admission to further their studies within the country is limited,.
Specisl appeal irom the polyvtechnic authorities rhould be sent to univer-
sity authorities to look into this problew and allow HND graduates who
are teaching to be given the apportunity to further their studies.
— Seminars and Conferences both within the polytechnic and outside,
should be encouragec and staff menbers given the cpportunity te arrend,
This will improve their knowledge on wide varietv of issues.
= The stafi development committee should be organized. Currently,
the performance is below standard. At most times their functions are
being done by the Establishment division and they only sit to approve
what has already been done by the Establishment division. To make it
more effective, Heads of departments who have served in the polytechmic
for 7 vears and above should be mewmbers and the Rector himself should be
the chairman. The committee should draw its time-table and distribute it
- --to the staff. All those interested -on going for further studies should
then submit their names and the names of the of the institution where

they applied. The committee should then arrange to make a special
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representation to the various institution with a view to helping the
members get admissions.

RETENTION

The polytechnic should alsce improve the allowances of staff
particularly those without accommodation. The current payment is alright
but improvement will encourage the staff to stay. Furthermore, atgéltion
should be shown to staff welfare. This relates to areas of health. The
payment of all medical billw and annual leave grant should be proﬁ;;ly
done.

- A forum to discuss the staff problem should be encourage and the
authorities should always give Academic staff priority over the suppor-
ting staff. Once this is done, most of the staff will not feel dissatis-
fied with their Jobs.

CONCLUS1O0K

Fersonnel activities and ou:i comes are always very important to any
organization. This important arez has however over the vears been
neglected by the authorities concerned. Recently however, consideradle
attention has been focussed on this aresz because the ultimete success
of the organizations is contigent upon how effectively the personnel are
motivated to periorm. This project has highlighted the importance of
an academic institution.

Chapter one has delt with the objectives, Justificarion and metho-
dology adopted in the course of writing this project.

In chapter two, various literature relating to the field of study
has been examined. This areas are - recruitment, selection, development
and retention of staff.

Chapter three discusses the history and growth of the organisation

under study.

And chapter four examines the analysis of data that was collected

from the staff in the institutioen.
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Recommendations, findings and conclusion comstitute the last
chapter.

From the analysis, issues raised have been sufficiently taken
care of in the recommendation in the final chapter. These recommen-
dations, if adecuately adopted will go along way in minimising the

rate of turnover in the polyrechnic.
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DEPARTMENT OF BUSINESS ADMINISTRATION
A. B. U. ZARIA

QUESTIONNAIRE.

This questionnaire is part of a project work 1 am conducting in partial
fulfilment for the award of Master of Business Administration (M.B.A). Please
answer the questions below to the best of your kmowledge. All information
provided will be used for academic exercise¢ only. So do not write your name.
Please answer all the questioms.

Thanks for your cooperation.

Please Rank the following methods in order of priority ;; used by the

organization. Write A if the method is most impertant etc.

i, Which of the major methods do vour Qrganization used
- Internal method

External methods

- Borh methods

- Non of them.

2. 1If External method is used, please rank the fel lowing sources regarding

-~ Masc Media

- Educational lnstitution

Ministrv of Labour and Productivity

- Unsolicited applications

Employvee refarrals.

3. 1Is the external method generating more candidates than the interpal
(please tick),

Yes, maybe, no, don't know



4. 1If internal method is used, which of the following is used.

- Internal Bulleting

= Department nomination sty
Ve
~ Employee nomination ————

5. The quality of candidates generated by the various sources influence
the selection process.
Yes, Hay$e. no, don't know.
6. The method currently used in recruitment has contributed to the growth
of the Organization:
Yes, May be, no, don't know.
7. The Recruitment process has contributed to turnover in the Orgenization.
Yes, May be, na, don't know.
8. Most of the Academic staff{ are recruited Jocally i.e within the riate.
Yes, May be., nc, don't know.
9. Those recruited always zrpear for selectirm i
Yes, no, may be, don't know,
1G. The current method used by the Orgenizarion is vost effective.
Yes. nc, mav be, 1 don't know.
11. The extend of the labour market is contributing to the large number
appearing for selection within the Organization.
Yes, no, maybe, 1 don't know.
SELECTION

Please Rank the following methods in Order of usage in the Poly-
technic.

-~ Interview
- Test

~ Physical Examination



- Medical Examination
- Reference and recommendation
-  Application forms.

Please indicate whether you agree strmgly, agree, disagree, don't

know, strongly disagree for the following questions.

1. Most of the selection done within the (rganization is based on true
assessement of the candidates.
- Strongly agree, - agree - don't know, disagree strongl disagree.

2. The current method used by thé_Polytechnic is the best method.
~ strongly agree -~ agree, don't know, #isagree strongly disagree.

3. The methods used in selecting candidates for employment is the major
factor in the current ternover recorded in the Polytechnic.
- strongly agree, disagree, don't know disagree, strongly disagree.

4. Apart from the methods used, do you believe that certain factors such
as tribalism, sectionalism etc. influeme the selection of candidates.
- stronglv agree, agree, don't know, disagree, strongly disagree.

5. 1If the current method is changed, the cgsality of staff to be ewrloved
will improve.
~ strongly agree, agree, don't know, disagree, srrongly disagree.

6. 1f the appointment committee is reorganised, the selection process will
be better,
~ strongly agree, agree, don't know, disagree, strongly disagree.

7. Please sugg4st other factors that will improve the selection process.

DEVELOPMENT

l. Would you agree that the present staff fevelopment policies of the

institution is good.

Yes

o

No

————



Have you attended any development Programme suponsored by the
Polytechnic,

il

- Yes ’_ﬁ-,

——

= don't know

-

for the staff.
Yes

No

in the school.
Yes ) o

No



Yes
No
8. 1f no, will yoy recommend that the Committee pe aboligheq
17 i ! T ;
i 5 Yes i i No | ' don't kneyw

== gy e, I
I 1 = l‘ 1 I
L._J Yes | _1  No b} don't know
10. What other recommendatiana will you suggest
1
2
3
RETENTION
I, Is job Satisfactjop @ major factor jy Your Staying in the Po]ytuchnic.
e |
I ]
:____j Yes
= r——
1 i
;_ - _._1' No

: 1 don't know,

e

ra
-
-
-
14
0

©S, do you fee] your job ig interesting?

]"es Te==— No e don ' t knob-. FPe———————
I I
| !
!

——— ————

her place
Yes . __, No T —— : don't know o ——— !
P j ' ) i
I i I ! S I
4 Will Yyou gtil] Continue wirh teathing but in 4 different institution
Yes = No fm————

e e e e e

et S i s



6. Is the allowances and Benefits adequate
Yes, No, don't know

Ts 1s the Organization's policy for promotion satisfying.
YES, NO, DON'T KNOW

8. Do you feel accepted by your co-workers
YES, NO, DON'T KNOW

9. Is the level of supervision and supervisory relationship adequate
YES, NO DON'T KNOW

10, Is your stay in the Polytechnic supply because you have no alternative
YES, NO, DON'T KNOW.

Please Rank the following factors in Order of priority for your continued

stay in the polytechnic.

1

Salaryv

Working condition

- Good Housing policy
- Allowances.

- Job security

= Pension and Gratuity
- Cood peer grourp

= Supervision
What other recommendation will you suggest for retaining employees within

the polytechnic.

Please fill the answers to the following questions:-
Name of depértment

Rank/position

How many years have you served in the instirution. (Please tich as

appropriate)

1 - 2 years, 2 -~ 3 years, 3 - 5 years, 5 - 7 years, 7 - 10 years 10 - 20 yrs

20 - above.



Sex = mm——— - Male  Emmy Female ; \

Marital Status Married singl e or devorced.
Age

Educational Qualification

2nd degree and above ' ==
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(BABAYO BELLO)
DEPT. OF BUSINESS ADMINISTRATION
A. B. U. ZARIA
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Marital Status Married singl e or devorced.
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Z2nd degree and above [

lst degree

HND [er——

(BABAYO BELLOQ)
DEPT. OF BUSINESS ADMINISTRATION
A. B. U. ZARIA



