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ABSTRACTS

By definition, "Human resource devel opnent and
productivity" inplies 'working' wth the human being,
devel oping him or her. The direction which the

devel opnent takes decides whether the human being -
both as a resource will become nore productive or
cease, ultimtely, to be productive at all, thus the

need for an effective manpower devel opnent.

Literature on this subject is not to nmention all the
materials one has cone across but to show how nmuch it
has af fected human resource devel opment and

productivity.

This project has attenpted to indicate that training
and developnment is not necessarily a guarantee for
installed capacity (resources) wutilisation and the
resultant inproved productivity. O her notivational
i nputs including better condition of service still
remain critical factor. This is the chall enge posed
for both private and public sectors policy fornulators

in the md 1990s and beyond.
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1.0 CHAPTER ONE
1.1 INTRODUCTION

All those involved in the management of an organisa-
tions know that the resources available to a manager
are manpower, money, time, materials and machines.® It
is, therefore, suggest the existence of relationship
between these factors of production and thus emphasized
the necessity to systematically and continually plan,
forecast and manage the scarce resources available to
achieve organisational goals. But it is interesting to
consider for a moment which of these resources ig the

mogt important.

The founder of the Japanese firm, Matsushita Electrical
Industries once said we make people before we make
productz. Indeed, his company attributeg its phenomenal
growth from a three man enterprises to the largest
electrical and home appliances manufacturing company in
Japan and worldwide, to this unique human resources
management philosophy and practice, it therefore, warns
organisations that are yet to embrace this philosophy
that they are ignoring the importance and cost
implication of manpower thereby not only causing
problems for today but creating larger problemgs for the

future.3

The basic philosophy of matsushita is that in the

development of individuals, lies the development of



organistiong and ultimately the development of the

nation.

It is a statement of fact that the very important
process of determining goals and judiciously employing
the factors of production to achieve these goals are
carried out by human beings. Hence it is therefore,
proper to say that all the other resources (such as
money, time and materials) are dependent on manpower
for effective harmonization in order to achieve the
organisational success or failure depends and how well
human resource is developed and managed particularly
since all activities in organisations are planned and

executed by the persons that make-up the organisation.

However, whether or not one subscribes to the
philosophy of the founder of Matsushita Electrical
industries the undeniable fact is that manpower is not
only an important resource but also extremely costly

and valuable.

It will be an intersting and revealing exercise to work
out or asses the financial cost to the organisation of
some activities, for example, the cost of a day’s
meeting attended by all the Departmental Directors, the
cost of promotion interview panel made up of six
Directors and sitting for ten or fifteen working days,
more interesting and revealing is an assessment of the

cost of some activities not directly related to the



actual work for which we are paid - some of these
includes prolonged private telephone calls to friends,
the manager’s extended lunch hour, thirty minutes
discussion with your visitor’s in the office or what
has come to be called pre-agenda discussion before the

start of the days job.

Let us take a simple arithmetical illustration. Assume
an average annual salary of N15,000.00 for an employee.
For every minute the employer pays 14K, 68K for each 5
minutes, N1.36K for each 10 minutes, N4.08K for each 30
minutes and N8.15K per hour and N65.22K per day.
Assume further that in a day of 8 working hours, the
employer waste 1 hour daily in an unproductive
activities. If you multiply this by 700 employees
currently engaged in the organisation, that world be a
staggering sum of N1,312,150.00 paid out for nothing
and which represents a waste of scarce resources. This
calculation is based on salary alone and does not

include other overhead costs.

To further illustrate the cost of manpower to an
organisation, News-watch edition of 10th November,
1992 page 2 reporting on the Federal Government new
guidelines on pay, based an the recommendation of a
Committee of Chairmen of government owned banks
appointed by the Ministry of Finance and economic
planning in 1992, stated that out of an income of N523

million earned by Union Bank of Nigeria plc for the



year ended in 1991, N424 million or 81.11% went on
staff remuneration while First Bank of Nigeria plc
during the same year paid out N379 million or 94.33% in

galaries out of an income of N401 million.

It is therefore very clear that manpower ig money. It
is a fact that in any bureaucracy, it is very necessary
to control manpower, so that its size and cost do not

4 It is common for managers to always find

increase.
reasons for requiring additional manpower but how often
do they voluntorily surrender manpower they no longer

need, even to develop the existing workforce.

It is not surprising, therefore, that many organisa-
tions have come to realise that the percentage cost of
manpower in their annual budget is extremely high and
in most cases, too high Indeed, experience shows that
most countries in the world are concerned with the high
expenditure incurred on manpower particularly in those

countries where the government is the major employer.

While some organisations have already tackled the
problem others are begining to do so and many more will
have to do so in the future. They need to develop and
manage their human resources for greater productivity
for a number of reasons:

a) Financial reason - many organisations especially

those developing rapidly, just can not afford to



devote so much of their rescurcesg to pay the
salaries of unproductive employees.

b) In many organisation/countries there is a shortage
of labour in other areas of the organisations or
economy and a shake-out or redeployment need to
take place

c) In many Government Parastatals offices are grossly
over staffed for the amount of work to be done and
consequently staff are just sitting around all day
doing nothing. There is wore than a grain of
truth in the saying that the devil finds things
for idle hands to do moreover thoge who have work
to do, come to resent the fact that colleagues who
are recelving the same salary have no
responsibility and are free to stay at home or go
shopping and generally please themselves.
Manpower must be budgeted for, planned and properly
managed not only in the interest of the nation but
also of the individuals themselves. That 1is
precisely what Mr. Matsushito was saying and that

is his company philosophy.

The central Bank of Nigeria (CBN) completely agreesg
with this philosophy and that was why it commissioned
the Mekinsey Group of consultant in the early
seventies, to look into the wmanpower problems of the
bank. The cost implications of manpower, the need for -

it to be properly planned, controlled, managed and



developed are some of the factors that led the makinsey
group of consultants to recommend to CBN management
the creations of the manpower development divisions
under parsonnel Department of the bank . ° Consequently
in january 1978, manpower Development Division was
established with the responsibility of systematically
planning the acquisition, utilization, retention and

improvement of human resources in the bank.

Its now obvious why the developed countries become
superpower and self-sustenance through Dbetter
utilisations of human resources available to them.
Being an elementg of development human resource play an
important role in economic development of any given
society, such as the case of Nigeria. Based on the
above assumption, human factor serving as a catalyst or
the co-ordinator of all aspects of the factors of
production and all economic activities should not

therefore be under rated.

However, right from the perception of policy and policy
formulation and to the implementation of the policy
activities or processes that occured in between and
carried out systematically through chain of command
which human resources is the key sgource. Human
resources development therefore, serve as dynamic
factor in attaining optimum goals of organisation, the

case of CBN should be recognised and therefore not an



exception of which this study is based upon. It needs

consdiderable attention from the organisations

management. Only if the management want to realise its

full potentials in the work. Thus, there is urgent

need for professional managers and as will as

administrators in all large organisationg such as
government agencies, Universities, Hospital,

Corporations and other institutions. In order to
enhance the productivities of these institutions which
had not increased due to one reasons or ancother over
the years.

Better management will lead to effective utilisation of

manpower, assignment of task for those employed in the
non - goods producing services areas such as CBN-seems

to offer sub-gtantial hope for improving the workforce

productivity. The only avenue is the need for continue

management development and with a view to motivate them

the workforce.

1.2 STATEMENT OF OBJECTIVES

Many researchers have different objectives to the study

of this type of project but in order not to go beyond

the scope, I shall therefore base the objective of this

particular project on human resources development/

productivity.

(1) Its formulation and implementation and the impact
on productivity in an organisation;

(2) The study will investigate those relevant training



needs which affects workers in (Central Bank of
Nigeria;

(3) To determine the efficiency and effectiveness of
Training/Development programme in CBN;

(4) To determine the criteria used in the application
of the Training/Development programme ;

(5) The result of this research will therefore attempt
to discover the training variables that should be
build in the work environment ;

(6) The finding of this study would help authorities
in CBN to develop and execute training programme

that will enable the worker gives of their best.

1.5 SIGNIFICANCE OF THIS STUDY

The study is timely and of importance because of the
economic depression and the subsequent need for self-
sustenance vide effective and efficient management in
an organisation. Report findings has a significant role
in any management decision. So also, report or study
have an impact on the economic development of any

nation.

It is the candid opinion of the writer of this project
that on the final analysis whatever findings arrived at
here could definitely form the basis for effective and
efficient human resource management in any business
environment either a non-profit making organisation or

otherwise for a brighter future.



1.4 HYPOTHESIS

The study of the problem of the organisation underxr
reference may need further clarification of facts and

as a bagis for further investigation.

However, for the purpose of this study, the hypothesis

will be theoriged and developed for further testing.

The hypotheses are:

(1) Effective Human Rescurces Development enhance
staff productivity;

(2) The more training a staff receives, the more
productive he/she becomes;

(3) Training increases motivation and preductivity.

1.5 METHODOLOGY

In undertaking a study of this nature, it is obvious,
"if not impossible to have sufficient informations, if
data are collected by one method only. Te arrest this
ugly situation three methods will be used in collecting

data for the work under study.7

1.5.1 INTERVIEW/QUESTIONNAIRE

Most of the informations c¢ontained in this paper were
got through verbal and cral discussions with some top
management officials of CBN - like Mr. P.A. Targa,
Assistant Director, Manpower Development Division, Mr.
C.J. Egwuowu, Deputy Director, Recruitment and Training
Division, Mr. C.E. Ibi, Assistant Director, Staff

Relations and Disciplinary Matters Division, Mr. P.A.

10



Taiwo, Assistant Director, Formal Branch Controller CEN

Kaduna.

Similarly 200 questionnaire appendix one, was sent to
all cadre of staff and interview were conducted

individually in good atmosphere.

1.5.2 OBSERVATIONS

Observation was the method used regarding individual
behaviour in respongse to various functions and other

assigned duties.

Other sources of information are secondary i.e. going

through past documents. References relating to the

study were obtained from:-

(a) Ahmadu Bello University, Zaria Library;

(b) Central Bank of Nigeria Library;

(c) CBN Publications -Annual Reports, Bullion, Briefs
and personnel Bulletin;

{(d) Government Published data;

(e) Publication in Journals, Magazine, Articles both

Publish and unpublish.

1.5.4 SAMPLE SIZE

The survey cannot cover all the staff members of CBN
hence a sample size of 200 representation of all cadre
of staff was chosen. These population size were

arbitrarily decided to stem the difficulty in computing

3L



large mass of data.

The questicnnare was distributed to three categories of

staff thus:

(a) Executive 50
(b) Senior 70
(c) Junior 80

And out of the 200 questionnaire given out, 180 staff
returned theirs and were interviewed. Table 4.1.2
1.5.5 LIMITATION

This research project - Human Resources Development and
Productivity is 1limited to Central Bank of Nigeria.
Time and cost involved could not allow for a study of

other public corporations.

Secondly, the sample gize was arbitarily chosen and was
not based on any statistical calculations. This
therefore brings to question as to whether the size

accurately represent the total population.

Thirdly, the quantification of corporate performance
(productivity) was impaired by corporate protectionism
in matters concerning the publication of wvaluable data
that would otherwise facilitate a more quantitative
research. Despite the limitations however, it is the
researcher’s belief that this work will be of enviable

help as a base for further study.6

12
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CHAPTER TWO

2.0 REVIEW OF RELATED LITERATURE

I have early discussed about the topic of this project
- Human resource development and productivity in public
corporation in the just concluded chapter. The key
components of the subject under study is productivity
and Human Resource which requires revision of same
author’'s wview to enable us to have a clear
undersgtanding of the meaning. And to find out how
various writers come out with different definitions to
the above mentioned terms - productivity and Human

resource a component (important) of the title.

2.1 PRODUCTIVITY

Productivity has always been a major concern for
management in Nigeria. However, the way productivity is
defined affects the way it is measured. Where the
definition is inaccurate, efforts to improve
productivity will be misdirected. This misdirection
has negative consequences on National and organsa-
tional development.

A common formula for measuring productivity is
productivity = Units of output/man hour.

Another school of thought defines Productivity =
output/Labour + capital + material + others.

For a developing Country that does not produce most of

what it consumes, the formula stated above 1is

15



inadequate, productivity should not be geen as ocutput
(goods / service) per unit, labour, materials, capital,
machines, energy,information, space,time and other
resources should be seen as appropriate inputs in
measuring productivity. The nature cf the inputs
require further analysis. What percentage of the
inputs is due to local (Nigeria) participation and what
percentage is due to foreigns participation ?
Deen Ibraheem come out with a more accurate
productivity model in his article "productivity
improvement in Nigeria in the 90’s" page 55.
Productivity = output (Goed/sarvies) / Inputs
(Resource) + L (% local participation) / F (% foreign
participation. 1
Where L + F =100%
To use the Deen productivity model Naira value should
be assigned to the key inputs. Notice that it is the
inputs that define the L and F. Notice further the
model is separable. For example one can separately
monitor the L/F quotient over a period of time and see
how well a business is doing in say, local substitutes.
To improve productivity, we can embark on:

(1) outputs can be increased. (For example,

through improve sales).
(ii) Inputs can be decreased (for example, through
cost reduction techniques).

(iii) local participation can be increased while

foreign participation can be decreased (for

16



example through technoleogical development).
Thus, productivity improvement effort is clearly tied
to improvement in local participation. This approach
highlights the interdependence of productivity and
factors such as education, technological development,
employment, National Economy and Culture. It also
challenge the public and private sectors to carry-out
applied research and development in order to improve
local participation and thus improve their

productivity.

Organisation must design ways of consistently
increasing productivity with the above model. They can
also continue to search for productivity improvement
through traditional techniques like method engineering,
value engineering, wvalue analysis and variety
reduction. These may help to decrease inputs. However,
it must be recognised that the human persons is the
most important resources in a given organisation.

To improve productivity decision-makers must recruit,
train and develop the right people. The job time must
not unduly affect times for relaxation and other
activities in life. Productivity performance on the job
deserves commensurable rewards. Safe and healthy
working conditions, upward mobility and judicious use
of workers talents are some of the things that must be
done in order to encourage effective employees

participation in productive environment.

17



Another School of thought observed that productivity
studies may be conducted at the level of the plant or
Eirm, the level of the industry, or the level even of
the entire nation. They may algo be conducted for
sectors of the economy such as agriculture, industry,
public sector, private sector, among others. These
studies are extremely useful. They provide insight into

the extent of optimisation in resource use.?

Evidence proferred by Hornbruch suggests that as
countries develop aggregate production as measured by
the ratio of real gross national product to the
emplcyed labour  force increases.® Peter Kilby goest
further to assert that "the determinants of output per
man viewed at the macro-level of the economy 1is none
other than the problem of economic development

itgelfr .

Given thisg central role cf productivity in deve-
lopment, it is self-evident that for Nigeria to emerge
from its present depressed state ways and means must be
devised not just to utilise them efficiently. In other
words, the relevant productivity issues for public
corporation in the decades ahead must be identified and
tackled. Identifying these issueg for the mid 19290s and
beycnd is the aim of this project. First we discuss the
thecretical issues inveolved in productivity analysis.

We then highlight the productivity issues in Public

18



Sector which require policy attention in the 1990s.

(a) PRODUCTIVITY ANALYSIS

Each factor of production is productive. We can thus
speak of the productivity of land, labour, or capital.
Given the resources of an organisation, the problem of
the organisation development amounts to how to utilise
these resources fully and efficiently. Where gome of
these resources are unemployed, output can be increase
by putting the idle resources to use. In this case the
opportunity cost of expanding output is said to be
zero. In social cost-benefit analysis or shadow
pricing, the prices of the factors used for the change
(increase) in output are said to be zero. The labour-
surplus dual economy model of Arthur Lewis® for less

6 land-surplus model

developed countries and Helleiner’s
of agriculture for Nigeria are based on the idea of
abundant idle labaour and land respectively.

On the other hand, where all resources are fully
occupied, output can only be increased through
improvement in productive efficiency, i.e.
preductivity. Where all resources in an organisation
are fully and efficiently utilised, the organisation is
said to be on its production possibility boundary
(PPB). In this case, to increase production in one
direction involves an opportunity cost. To restate the

above ideas in technical language, we say that to use

resources fully is a necessary but not sufficient

19



condition to be on the PPRB; similarly, productive
efficiency is a necessary but not sufficient condition

to be on the PPB. A sufficient condition to be on the

PPB is that available resources are used both fully and
efficiently. It is instrinctive to note here that all

organisation or countries to the world operate within
these production possibility boundaries either because
of unemployment of resources, inefficiency in resources
use, or both, What differs is the level of unemployment
or the degree of inefficiency. In Nigeria, the degree
of capacity under-utilisation (i.e. idle capacity) has
been exercerbated by the economic crisis of the 1980s.
While detailed appraisal of capacity utilisation in
Nigeria is outside the scope of this project
obgervations above about it help to place the research
in proper perspective. The observations show that the
two factorsg, idle capacity and productive inefficiency,
combine to explain why the Nigerian economy today

functions at well below its productive capacity.

Since, as observed all factors of production are
preoductive, it follows that all the factors used in
production contribute to the total product. This
relationship between output and the relevant factor
inputs is known as the production function. Assuming
only two factors of production, labour and capital the
relationship may be expressed mathematically as

Q = f(L,K)

20



where Q represents output, and L and K labcur. %nd
capital respectively. Since both labour and capital
contribute to the tetal output, the gquestion is
relevant as to how to measure that productivity of each
factor. The average preoductivity concept in which the
whole output Q is divided by L and K to obtain the
average productivity of labour (Q/L) and of capital
(Q/L) respectively suffers the defect that it assumes
that the whole output comes from only the particular
input considered. The marginal productivity concept
ractifies this weakness. It isolates the contribution
of the particular factor considered by conceptually
holding the other factor constant. This is an eccnomic
application of the mathematical concept of the partial
derivative. For example, given the Cobb-Douglas
production function

Q = KL & CB
where Q represents output, and L and C labour and

capital respectively, the marginal product of labour is

40 = &KL & -1CB = &0 ,
dL L
and that of capital is
d0 = BKL & CB-1 = BQ ,
dL L

The marginal and average productivities depend inter

alia on the stage of production of the firm.’

We glean from the foregoing that the term productivity

is not synonymous with labour productivity. Rather, it

21



is multi-faceted. We now identify these facets and the
problems they pose for the Nigerian economy vis-a-vis
public¢ corporation as it gravitates into the new

decade.

As Nigeria enters the Mid 1990s, it must contend with
the formidable precductivity issues relating to
manpower, agriculture, industry, public service,
productivity data bank, productivity studies, and
incomes policy. We will concerns ourselves with
manpower, public sector, Agriculture productivity Data
Bank, productive studies, and income policy.

(i) Manpower

Manpower occupies a special position in develop-ment.
It is the active agent of production. Its efficiency
therefore influences that of the other factors. Yet,
one of the most critical manpower issues in Nigeria
today, alongside the unemployment issue which has now
caught up even with university graduates, is that of

low labour productivity.

At the micro-level, efficient manpower utilisation
requires that trained personnel be placed in job most
suited and relevant to their training. But a great deal
remains to be desired in Nigeria today in this respect.
Far tco often in many enterprises in Nigeria, employees
are assigned responsibilities which bear little or no

relation to their training and therefore fail to make

22



full and effective use of their pa:;t:-e;n.tiétl.8 Of course,
the public sector is far more notorious in this regard
compared to the private sector which, in general, is
guided by the profit or productivity motive. True, many
factors affect labour productivity; but one way to
raise this productivity in Nigeria of the Mid 1990s and
beyond is through a more efficient allocation or
placement of existing manpower.

At the macro-level, development planners place a
premium on manpower as a factor of production. They
thus regard education, for example, as investment in
human resource c:apit:al.9 Though Nigeria perceives of
manpower development mostly in terms of human capital
formation, educational policy in Nigeria never-the-less
seems to place a premium on quantity instead of
quality. The propensity to phenomenally increase the
number of universities rather than consclidate and
expand a few is a testimony. Education in Nigeria, like
population, has become politicised and this has
fostered the tendency to quantity in place of quality
thereby placing a burden on basic educational
facilities and infrastructure, and perpetuating the
vicious circle of low quality, falling standards, and
low preductivity. To raise manpower productivity in the
1990s, the educational policy which places a premium on
gquantity rather than quality of manpower must be

reversed. This reversal has to be linked to a
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population policy; for the greater the population, the

greater the pressure on educational facilities.

Numerous other factors affect labour productivity in
Nigeria. They include the extended family system,
system of wage payments, technology supervision,
motiviation, physical conditions of the work place,
among others.l0 Efforts to raise labour productivity in
Nigeria in the 1990s must commences from an appraisal
of these determinants and how, severally and jointly,
they affect productivity. While labour productivity in
Nigeria is generally low, this is not to imply that the
Nigerian race is inherently lazy. Racial productivity
theories which once influenced thinking on the subject

have now been largely discredited. !

(ii) Industry

As Nigerias industrial base expands in the 1990s so

increaseingly will the issue of industrial productivity

in Nigeria assume increasingly significance. It has

been observed that due to the lack of a mechanical

tradition in Nigeria, the industrial workers in Nigeria

is relatively inefficient compared to his counterpart

in the developed world.1? Such international comparison

of industrial productivity is common. It is generally

acknowledge, for example that output per head is two and
a half times greater in American industries than for
comparable industries in Britain.13 Lower labour

efficiency implies higher labour/output ratios which
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mean that more labour is required to produce a given

level of output than would otherwise be the case. 4

Hirschman holds the view that industrial labour
efficiency depends almest entirely on the technology
adopted irrespective of the worker’s mechanical back-
ground. He contends that machine-paced operations. For
example, induce higher worker productivity.

"because machine—p%ged operations provide for

steadiness of pace",
and asserts that
"machine-paced operations are typically more
capita%zéntensive than operator-paced opera-
tions".
If Hirschman’s hypothesis igs wvalid, it follows that
labour productivities are identical in Nigeria with
those in advanced countries when capital-intensive

techniques are wused, but could diverge for labour-

intensive techniques.

As Nigeria enters the mid 1990s and increasingly
industrialises, the need will become urgent to verify
these hypothesis. They touch on the issue of
technological choice. Motion and time studies in
Nigerian manufacturing industries need to be conducted.
Their aim is to identify and eliminate unnecessry
movements on the part of the worker and thus save time

and raisge productivity.
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(iii) Public Sector

Nigeria’s public sgector is notorious for its in-
efficiency. One reason for this is that reward in the
sector is not 1linked to productivity. Admittedly, a
great deal of public sector activity is the rendering
of social service which cannot easily be guantified and
rewarded accordingly. But even in activities where
output is easily quantifiable, the productivity of
civil servants in Nigeria remains abysmally low.
Nigerian civil servants seem to derive little or no job
satisfaction in the performance of their duties. They
hold tenaciously to the view that what belongs to the
general public belongs to no one. They are discourteous
to customers. Indeed, we can say that public-sector in-
efficiency is perhaps the greatest bane of the Nigerian

economy as it approaches the years 2000.

Privatisation of the public enterprises is not the
solution, since the entire public sector cannot be
privatised. Ways and means must be sought in the mid
19908 to reward initiative and productivity in
Nigeria‘s public sector. Management by objectives (MBO)
as a system for achieving results has been tried
elsewhere and should be introduced to the public sector

of the Nigerian economy in the mid 1990s.17

26



(a) AGRICULTURE

The role of agriculture in development is well known.
For industrial take-off, the agricultural sector must
be developed, and agricultural output and productivity
must rise. Up till 1982, agriculture was the dominant
sector of the Nigerian economy in terms of sectoral
contribution to the Gross Domestic Product (GDP). But,
ironically, this share, though dominant, continued to
decline unabated, falling from as high as 64.08% in
1960/61 to as low as 34.14% in 1973/74. By 1982, the
share of agriculture in the GDP had declined to only
19%. In absolute terms, between 1973/74 - 1982, the
agricultural sector did not grow but in fact declined,
recording a mean annual growth rate of -1.7%. These
facts, coupled with annual population increases of at
least 2.5 per cent, mean that domestic food production
in Nigeria has not been able to meet 1local
requirements.
The above situation is undesirable. As this author has
put it in a different context,
"Agricultural decline could mean shortages of
food, raw materials, and structural inflation. The
alternative of importation is undesgirable since
such importation can reinforce the initial
decline. Unequal and uneven sectoral growth rates
may also be undesirable in so far as they could
create structural bottlenecks through the network
of input-output inter-relationships.”
There 1is thus the need to raise agricultural

productivity in Nigeria in the Mid 1990s. Specifically,

policy makers must explore ways to increase (i) soil
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productivity through the application of fertilizers;
(ii) crop yield through the application of improved
seed varieties and pesticides; (iii) output through
mechanisation and the determination of optimum farm
gsize; (iv) farmer productivity through adequate
motivation. The usefulness of state farms and farm
settlement schemes in their demonstration effect need
to be re-appraised. See Diachavbe, 0O; "Prospects for
Grwoth and structural changes during Nigeria’s Fifth
Development Plan Period", paper presented at
specialised session of Annual Conference of Nigeria

Economic Society, Lagos, pp. 8 - 14 & 16.

(iv) PROD v DATA

Adequate information on almost every aspect of the
Nigerian economy is hard to come by. This is a problem
common to most less developed countries. Where data are
available, they are often unreliable. Given the
significance of productivity as earlier indicated, it
is a sad commentary that in the absence of adequate
information about productivity in Nigeria, our ideas
about the subject become at best deductive rather than
inductive. A productivity data bank should therefore be
established in Nigeria in the 1990s. It should contain
information on all aspects of ©productivity.
Establishment of such a bank will encourage research
into productivity in Nigeria, bring about better

understanding of the subject, and assist in the

28



formulation of appropriate policies aimed at enhancing

productive efficiency in Nigeria in the 1990s.

(v) PRODUCTIVITY STUDIES

Both sides of industry in Nigeria are in dire need of
preductivity studies programmes. Such studies should be
instituted in Nigeria in the mid 1990s and patterned
along the Labour Studies Research Programme of the
International Institute for Labour Studies, Geneva,
which draws participants from both sides of industry
annually for training programmes covering topics such
as wages, productivity, research methods for trade
unionists and management, collective bargaining
techniques, and statistics for Dbargainers. A
preductivity studies programme for Nigeria in the 1990s
will be a great step forward towards raising

productivity in Nigeria.

(vi) INCOME POLICY

Considerations of productivity and incomes policy are
closely inter-related. One of the basic goals of an
incomes policy, for example, is to restrict wage
increases to productivity increases g0 as to check
inflation. Experience of the developed world shows,
however, that this objective is hardly attained due to
what has been termed "earnings gap" or "wage driftv 18
Besides, in Nigeria, a wage restraint policy which

succeeds in restricting wage increase to productivity

increases may not succeed in controlling inflation,
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because the inflation in Nigeria is not just of the
cost-push variety but arises from a hybrid of causes.
An incomes policy for Nigeria in the Mid 1990s and
beyond must therefore explore new directions beyond the
postulated theoretical relationship between wages,

prices, and productivity.

2:1.1 Productivity measure in CBN:

Economic development can be defined with reference to
Labour as increase over-time in per capita output of
material goods/service. Increase of aggregate output
over-time can some how be measured, and they can be the

result of one of the following development

(a) Staff Organisation

The aggregate resource utilization may expand without
changes in organisation or technology, i.e. previously
unutilized resources (manpower) or land that may be
brought into the productive process. The organisation
of staff in CBN is solid and this could be judged from
the growth of departmentalization of the function of
the Bank from five departments, one Deputy Governor and
Governor in 1970s to 24 departments as at December,
1993 manned by Directors; Five Deputy Governors and a
Governor for effective staff organisation and
management. chapter three 3.1.3.

(b) The productivity per unit of resources at work may

rise as a result of organisational measures, i.e. by a
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transfer of workers from less productive occupation/
duty to more productive pursuits and by lengthening of
the working day.
(c} Reduced rate of fraud in CBN:
The rate at which fraudulent practices is perpetuated
in the Bank is greatly reduced and minimal as compared
to other financial institutions. This is enhanced by
rationalzation method of production and economic
utilisation of productive rescurces which is possible
only under proper effective organistion of the labour
processes.
(d) By an improvement in the method of labour
organistion and strengthening of incentives available
to workers. Chapter five 5.0 - 5.1
(e) L r ver
Labour turn over-rate in CBN is very Low and the staff
strenght of the Bank grow from 104 in 1959 to 9,707 as
at may, 1992.
(f) Computerization of CBN Operations

Society’s technical armory become stronger, i.e.
(a) worn out or absolete plants and equipment may be
replaced by more efficient ones; The addition of new
technologically improved (computerisation of CBN
operations) productive facilities had been added to the
previously existing stock.
(g) In ‘ in CBN:

The industrial atmostphere in CBN could be judged

harmonious. The bank has weatness only two work to
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rule situations since its inception in 1958.
{h) Staff development in (BN

In area of staff development the Bank established
a training school in 1977 with 462 staff trained in the
school that year and 3,758 in 1921. Chapter three 2.4,
{i) The Productivity growth rate cof the Bank could
also be measured by the increasegs in her financial
surpluses declared by the Bank annually which rosed
from Nl64 . 1m in 1979 to NW§,966.1lm in 1992 (source (BN
annual reports 1979 and 1992 respectively.
(i) For effective execution of her function as the
Apex Bank in the Country, CBN decentralised with 21
divisions which comprizes of 15 Branches and 6 currency
centres with additional 4 zonal offices through out the
country as at December, 1991. Vested with some degree

of decentralised authorty for better Management.

2.2 Public Corporations

The word ©public corporation would be used
interchangeably as parastatals, public enterprises and

public utilities in the report.

A statutory corporation, Beoard, parastatal, commission
or Authority is an entity wholy owned by government and
created by a specific statute which gives it authority
to engage in designated activities under special

conditicm.19
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It can also be defined as A corporate Body Created by
the legislation, with defined powers and functions and
financially independent, having a clear cut
jurisdiction over a gpecial area or over a particular

type of commercial activity.20

In Nigeria, public enterpriges represent one of the
many ways of achieving a high level of prosperity and
progress. Apart from being an agent for boasting
economic development these bodies also help to
facilitate finances for infrastructural and social

programmes .

From the above, it can be summarised that public
corporation is a government created antonomous
organigsation by law, necesitated by the need of
promoting rapid economic development.

2.3 HISTORICAL BACKGROUND OF MANPOWER

DEVELOPMENT IN NIGERIA

In the early 1950s, the major pre-occupation in Nigeria
egspecially the Federal Civil service is to ensure the
placement of Nigeria in key positions, preparatory to
the ultimate indiginisation of the (Civil Service from
the Colonialists. The Nigerianisation Division, Federal
Ministry of Establishment later change to Staff
Development Division was charged with the responsi-
bility not only for the reservation of a list of post
for Nigerians to gain relevant experience, but in

exercising the responsibilities of senior posts.
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By the middle of 1960s and with tremendous - expansion
in government service, arising from rapid changes in
the political, economic and social life of the country,
couple with the complexities of the problems of
development that had to be achieved, it had become
clear that training could solve a variety of manpower
problems which could militate against optimum produc-
tivities. There emerged an urgent need for conscious
and vigorous efforts on the part of government to
develop a well trained work-force 8o that civil
servants may be able to serve their fellow citizens
more effectively and economically. This was to afford
individual civil servants opportunity to add to their
perspective background identify items of additional
knowledge, skill and understanding necessary for the
successful implementation of the country development

plans.

As a mark of the new training awareness, the Federal
Military Government in 1967, commissioned a survey on
the training needs of the Federal Civil Service. This
survey was carried out by the late professor C.P.
Woller, the Senior Consultant in public administration
at the Institute of Administration, Obafemi Awolowo
University, Ile-Ife. The Survey noted that ’'there is an
acute shortage of trained personnel in the adminis-
trative and professional cadres or groups in the

services and revealed an urgent need for systemcatic,
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sustained and regular programme of training in the
civil service. The report of the commission was
published in April, 1969. This was approved in the
subsequent government white paper on the commissions

report.

Notably, one of its approved recommendations was
establishment of a staff development Division in the
Federal Ministry of Establishments. This Division was
charged with the responsibility of advising Government
on staff training in the Federal Civil Service and
ensuring the promotion of training consciousness
throughout the service. It also ensures that Nigerians,
especially those in strategic positions in administra-
tion and professions, are developed very quickly to
carry out their duties and responsibilities with speed,

competences and efficiency.

To this end, in the early 19708 when our economy
experienced an up surge both in - expansion and growth
rate, we had to rely heavily on foreign expertise for
the manpower need for the execution of our wvarious
economic policies. The attention of the then Federal
Military Government, was drawn to the danger posed for
the economy by this heavy reliance on expatriates even
for most of the basic skills in our industries and
construction sites. So, to promote and encourage the

effective participantion of Nigerians in all facets of
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our economic life. This led to the promulgation of the

Nigerians Enterprises promotion Decree in 1970.

With many basisness now transferred tc the hands of
Nigerians, it was soon discovered that the pronblem of
effective management of these business was much more
than mere transfer of ownership. It becomes quite
obvious that the know how necessary to run the newly
purchased business was lacking, following the Udoji
public gervice review commission and acceptenace of its
recommendation towards a result - oriented public
service which is new styled. The Commigsion had
obgerved that the major constraint to development in
this country was lack of skilled and experienced men
and women to carry out the require tasks, emphasising
on improved personnel management to get develop and
deploy the manpower we need to get the job done, so
well as planned and systematic training as vital means
of meeting the manpower shortage in the public

sector. 21

From the above, it would be clearly appreciated that
one of the major problems facing our economy is how to
produce enough skilled manpower at all levels from
specialised craftsmen and operatives to managers/
administrators in order to meet the skilled manpower
demands of the current high rate of our industrial
expansion. It is also obvious that the newly introduced

industries - iron and steel (along with their new
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processes which required better machining, equipment
and tools) will at the same time call for new skills
and more trained personnel. All these call for a
drastic change in our approach to the much needed and
much talked about effective transfer of technology.
Though, it was towards this manifestation that new
Federal Universities of Technology are opened

throughout the country in addition to Polytechnics

2.3.1 INDUSTRIAL TRAINING FUND (ITF)

It was established under the Industrial Training Fund
Decree No. 37 of 1983. Under this decree, sum of money
provided from time to time by the Federal Government
and contributions made by every employer having a
minimum of twenty-five persons in his employment, at
the rate of one percent of the annual pay roll, are to

be paid into the fund.

OBJECTIVE

Is to promote and encourage an acquisiton of skills in
industry and commerce with a view to generating a post
of indigenuous trained manpower sufficient to meet the
needs of the national economy. The fund is administered
by a Governing Council, although the actual running of
its affairs are left in the hands of a Secretary who is

also the Administrative Head of the fund.

The main function of the Council are set out in 8.4 of

the Decree as follows:
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(a)

(b)

(c)

(d)

(e)

To provide or secure the provision such courses
and other facilities (which may include
residential accommodation) for the training of
persons employ and or intending to be employed in
industry or commerce as may be required, having
regard to any course or facilities available to
such persons.

To approves such courses and facilities provided
by other persons.

From time to time, to consider the employments in
industry or commerce as appears to require special
consideration and publish recommendations with
regard to the nature and length of the training
for such employment and the further education to
be associated with training, the persons by and to
whom the training ought to be given the standards
to be attained as a result of the training and the
methods of as-certaining whether those standards
have been attained.

To apply or made arrangements for the application
of selection tests and of tests or other methods
of ascertaining the attainment of any standards
recommended by the council and may award Certifi-
cates of the attainment of those Standards.

To assist persons in funding facilities for being

trained for employment and industry or commerce.
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(£) To carry on or assist other persons in carrying on

research into any matter relating to training for
22

employment in industry or commerce.

The Administrative Staff College o©f Nigeria was

established by Decree No. 39 of 1973.

OBJECTIVES

(a) To provide higher management training for the
develcpment of senior executives for the public
and private sectors of the Nigerian economy;

(b) To provide and arrange for a comparative study and
investigation of the principles and techniques of
management and administration, and for exchange of
ideas and experiences and for promotion of a
better understanding between persons connected
with management and administration in the various
spheres of national life;

(c) To conduct research into problems of management
and administration arising in different spheres of
national life;

(d) To award grants, scholarships of travel fellow-
ships for research in public administration and
allied subjects;

(e) To establish and maintain a library;

(£) to undertake, organise and facilitate study
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courses, conferences, lectures, seminars and the
like and to promote the aforesaid objects; and

(g) To undertake and provide for the publication of

formal and of research papers and books in

furtherance of the aforesaid objects.

In November, 1978, the Federal Military Government
reviewed the history and modus Operandi of the College
and directed that, to enable the college cope
adequately and effectively with the training need and
requirements of the public services, it should hence
forth restrict its note to the training of public
officers. In order to meet the enormous and wide
ranging needs of the public sector (Federal and State
Civil Service, Parastatals and Local Governments), the
College now combines the roles of an administrative
staff college with those of a civil gervice college and
undertakes both departmental training and job related
management training for all categories of public
servants in grade level 08 - 16. As a matter of
priority, the college assists Large Federal Ministries
and Parastatals to develop and building their own
training units through the training of departmental -
Training officers, bearing in mind that, in the final
analysis, the bulk of the training of public officers

will have to be done departmentally.
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In order to fulfil its new migsion to the nation, the
College provides training for public servants in the
following areas:

- (1) Induction Course lasting two tc three weeks for
newly recruited administrative and professicnal
officers on grade levels 08 and 09;

(2) Six weeks general management coursges for officers
on grade level 09 - 12;

(2) Six weeks Advance general management course for
cfficers on grade level 13 - 16;

(4) Six weeks c¢ourges in personnel management and
industrial relations to officers on grade level 09

- 12 engaged in such salaries;

(5) Eight weeks courses in management gervices
Technigues for officers on grade level 09 - 12;
(6) Six weeks courses in Financial Management for

Accounting and Auditing staff on grade level 10 -
13;

{7) Six weeks courses in project management for staff
on grade levels 10 - 13;

(8) Six weeks courses in management development
Training Officers on grade level 09 - 12;

(2) Nine - months post graduate courses for Diploma in

Public Administration for Officers on grade level

09 - 12;
(10} 8ix - months courses for Certificate in Public
Administration for cfficers on grade level 09 - 10
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and 11 in the executive and secretarial cadres.

(11) 8Six weeks Advanced Financial Management Courses
for Officers (both profegsional and non-profes-
sional) on grade level 13 - 16;

(12) Six weeks Courses in management consulting in the
Public Sector;

(13) Occasional Seminars and Conferences as selected

tropical issues ranging from one day to two and a

half days to Chief Executives on grade levels 16
23

and 17 and other Public Officers.

The centre come into existence by the establishment of
the Nigerian Council for management development, under
Decree No 51 in 1973. The centre is the operational
arm of the council, it centres for both public and

private sectors.

ACTIVITIES

a) Its management development activities includes
running conferences on and researching into
management problems;

b) Provide financial and technical support to

management training institution;

c) Conducting and training activities related to the
problemg raised by the Nation’s - indigenisation
programme .

d) To promote Management effectiveness and training
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consciousness in beth public and private sectors
of the economy:
Inshort the centre, therfore has been saddled with the
respongibility for dispensing the Nigerian Management
know how?
The ITF provides the major sources of revenue for
virtually all CMD’'s projects and programmes whilst the
Federal Government finances its administrative
expenses.
It has egtablished linkages throuhcut the country in
all institution of high learning offering management
studies which 1lead to the formation of Nigeria
Association of Management studies (NAMS) also, to its

credit are formations of:

a) Nigerian Association of Management consultants.

b} Ingstitute of Management consultants

c) Nigerian Marketing Association NIMAKK and

d) Nigerian Associatiocn of small scale investors. In

additicn, it had take to publication of books and
journals notably journal in Nigeria Management
review which is a useful source of reference for

management trainees amd practicing managers.

2.3.4 OTHER DEVELOPMENTAL CENTRES

There are in plant training centres of Federal and
state Govermments and parastatals Bodies. Most of
these centres are well known to be providing very good

training for their specific requirements, and for the
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contribution to the common post of gkilled workers.
For example that of Nigerian Railways, National Power
Authority, P and T, Oshodi Central Bank of Nigeria
Training School Lagos, Artisan/Vocational training
centres, the intermediate and relevant technology, Jos.
The opportunity industrialisation centre (OIC) Lagos,
Universities and Polytechnic, Obare management
consultant /vocational studies Lagos etc. All help in
various measures towards providing the country with
required qualified manpower for the proper
implementation of the country’s National development

plans.

2.4 Literary works already done in the field of

m v r v
Human resource as a dynamic factor for any institutions
and organisation being an element of management. Human
resource is mostly concerned with grouping and co-
ordination of day-to-day activities in a way that both
the aims and objectives which requires the assigning or
delegating or sharing of those activities to all units
in the work environment.

2.4.1 Huse define it as a "modern Manager" human
resources, through which wealth of an organisaticn is
achieved?4 . Human resources play an important role in
any economic activities. Also in economics term, human
resource is define "as the resource which could be
described as the accumulation of human capital and its

effective investment or utilisation in the development
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of an economy". In another development, Huse, E.F. said
that the modern manager argued that human resource is a
process through which the wealth of an organisation is

achieved.25

2.4.2 On the other hand, Ubeku A.K. define it as a
manpower planning which is that part of organisation
which is concerned with future manning of planned and
evolutionary organisation structure.?® Another author
in person of Elton Mayor, briefly said "human resource
as a pyramid needs of the organisation, social and
economic??. Another school of thought argued that human
resource development helps lead people toc further and
richer lives. In their own contribution, Harbiscn and
C.A. Myres see human resource development "as a process
of increasing the knowledge, the skill and capacities
of all the people in a society"za. In order to
complement their efforts, Victor P. Diejomach simply
define it "as the totality of the energies, skills and
knowledge available in the country"zg. Thus, human
regsources as an important and dynamic factor in any
economic activity need to be taking care of and develop

in order to help meet the organisational goals.

2.4.3 Before I move further, there is need to
discern the difference between training and development
of staff or employee in a particular organisation. A

question frequently asked by some people is what is the
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difference, if any between education, training and
development? It will be useful therefore for the
purpose of this study to briefly define what these term

means .

I{a) Education

Education £for instance, is defined as the basic
instruction in knowledge and skills designed to enable
people toc make the most of l1life in general thus,

classified as personal and broadly based.

(b) Training
G.A. Cole says that "training on the other hand, implies
preparation for an occupation or for specific skills,

thus it is job-oriented rather than personal.30

(c) Develcopment

This is refer to or suggest as a broader view of
knowledge and skills acquisition than training - it is
less job-oriented than career-oriented. Development
according to G.A. Cole, concerned more with employee
potential than with immediate skill.3l He further said
that training and development, however, are matters for
individual organisations to sort out. It 1is assumed
that some organisation see the importance role of
training and development as a source of further
provision of skills and the improvement of employeas

motivation.
2.4.4 Human resource development according tc one
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school of thought deals with the activities undertaken
by an organisation to expose an employee to perform
duties effectively or to perform additional duties and
assume positiong of importance in the organisation
hierarchy. In effort to find the relationship between
human resource development and productivity, reference
will have tc be made to Walton hypothesis which state
that:

(a) In work situations where employeesgs are granted
minimal rights, productivity tend to be 1low -
owing to the demoralising effect of resentment and
anxiety.

{(b) Productivity tends to rise up to a point, as the
quality of working life improves but

(c) Beyond a given point, productivity tends to level

off finally even to a point of decline.>2

In the same analysis it c¢an be seen that human
resources development have no much impact in employees
performance or output. However, human resources
development are among various ingredients in which

staff productivity can be improved.

Fein, asserts that "to achieve increase in employees
productivity, management must provide the basic
conditions which will motiviate workers to increase
their output, job security, good working conditions,

good pay and financial incentivesg."33
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2.4.5 Pigors and Myres said, that not everyone will
agree with the conclusion and there must be evidence to
the contrary. They said, however, that the most
informed and reasonable persons would have to agree
that "the most effective productivity results will be
obtained when management creates conditions which
workers perrceive as beneficial to them and where

productivity gains are shared with employees.34

2.4.6 According to ancther school of thought, they
argued that praise and criticism affect productivity,
if the performance level is related to advancement.
They also further empphasis that frequent feedback
increases and improves attitudes and relations with the
supervisor. It is our contention that human resources
development only have little or no bearing in an
employees productivity without being motiviated and
better utilised by his/her employer. It is in this same
analysis that Fein said, "Management must perceive ways
and means of providing a good working conditions that
will enhance the employees productivity."35 Thus, is
Mac-Gregor’s theory Y, He emphasised that management
should create an environment in which employee can put
in more effort to achieve hig goals which can also
contribute to the organisational objectives. Theory X
has a contrary view on employees, attitude to work, it

state in part that "human being inherently dislike work
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and will, if possible avoid it".3®

247 It is on this basis that Herbert G. Hicks & R.
Gullett in their book titled: Management, concluded
that if the manager accepts the assumptions of theory
X, he will be obliged to exercised high 1levels of
control. If on the other hand, theory Y is accepted,
less control is necessary. The case of employee being
productive can either rest on training and development
or Mac-Gregor’s theory X and Y but for the management
to provide a good working environment and other
movitaticnal factors to further stimulate the training
and development acquired.37

2.4.8 In a working situation, particularly the civil

service where they lack such motoviational factors, for

instance, an employee who was sent on course, returned

after acquiring additional qualification, on the

competion of his course of study he suppose to be given

additional responsibility on assumption of duty. But to

his dismay, he may find himself left in his former

position unelevated on return.

May I ask whether the action taken by his employer

will improve the officers productivity? Rather, it may

amount to demoralisation or frustration of a sort. In
this perspective, employer or management need to make

up to meet their employees needs that will eventually

boost their moral or enhance their productivity. It is

worthy of note here that training and development

opportunity opened to him has 1little impact on his
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productivity or output. In Walton hypothesis, he said,
"productivity tends to rise up to a point, as the quality
of working life improves, but beyond a given point
productivity tends to level off finally even to

decline.38

2.4.9 Similarly, example given by Maslow’s studies
of human motivation led him to proposed a theory of
needs based on an hierarchical model with the highest
needs at the top. The basis of his interest was on
measures to motivate workers in an organisation to
improve their productivity. Maslow affirmed that, man
is a perpectually wanting animals. Thus, his needs or
wants have to be fulfilled, if he is to actualise his

90315.39

He then suggests that there are five basic human needs,

arranged in a hierarchical order of priority. The needs

are:
Self
actualization
Felt
intensity
of needs
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Success-Level in Satisfying Needs. (Figure I)
Level of attainment or personal growth. The peak of
each level must be passed before the next level can
begin to assume a dominant role. With self-development,
the number and variety of wants increase. However, the
different needs of an individual are simultaneously

active,

(From David Krech, Richards. Crutchfield, and Egerton

L. Ballachey, (1962). The Individual Society, Mc-Graw-
Hill, New York, P. 77.

(a) PHYSIOLOGICAL NEEDS
These are the basic physical needs or drives such as
hunger, food, shelter, thirst, rest, protection from

the elements and exercise.

(b) SAFETY AND SECURITY NEEDS
This is the need to feel secure, to feel free from
threats of physical or psychological danger or

deprivation.

(c) SOCIAL OR LOVE NEEDS
This is the need to belong, to be accpeted, to give

and receive Love, i.e. affection.

(d) ESTEEM NEEDS
This is the need for respect and in the eyes of both
oneself-respect include a desire for achievement,

confidence and independence. The need for respect for
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other includes a desire for recognition, appreciatiocn

and prestige.

{e) SELF ACTUALISATION NEEDS
This is the need to fulfil ones full potentialities, to

become what one is capable of being.

Some critic says that Maslow hierarchy of needs is not
workable because human needs may not necessarily fall
in the order he as arranged and that different people
have diferent needs and that what may constitute a
basic need cof one perscn may not be the same for
another.

However, the basic idea 1is that employees have needs
which the employer must perceive and endeaviour to
satisfy in order to enhance their productivity.

2.5 CONSTRAINTS OF MANPOWER DEVELOPMENT
AND COURSES OF LOW PRODUCTIVITY

2.5.1 The problems/constraint of manpower
development can not be pin-pointed easily because of
interwoven factors that wmilitate against their
success.?? For instance in this country right from
childhood (independence in 1960) we inherited a foreign
educational gystem meant to serve our cclonial masters
rather than to develop ourselves., We carried as our
system such a system all aleong that has (limited
bearing to our social, cultural and economical needs) .
Apparently again, we have the government placing

University system on the higher pedestial than the
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Polytechnic system. There is also short-fall of funds
for research/project programme not with-standing the
economic recession as a result poor quality of
graduates without adequate practical experience. This
will not augur well for any meaningful desired -
qualitative education and transfer of technology. Above
all there is complete indifference to teachers welfare
by nearly all the governments which brought about wild-
cat strikes from all corners of the country like that
of ASUU, POSSAN and NUT. Putting foward their demands
for fulfillment. Therefore, such trend would not lead
to the realisation of the set objectives so, it is
necesary for all interests to be backed up with
practical action to encourage and improve welfarism.
Another crippling problem is that of scoring political
gains, victimization, Federal Character issue and state
quota system. Finally one can see that the up surgence
of problems/congtraints affecting the public
corporation and institution as studies in this report

are hatched by the major afore-mentioned.

2.5.2 The issuance of course circulars from the
bodies charged with manpower development (Ministry of
Labour and Establishment, etc.) were usually not done
promptly to enable other Arms of the service structure
to be well informed of any course opening. In most
cases, the circulars are limited to officers within the

main offices in the Headquarters rather than spread
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them to cover those in outside/state branches. This
situation is grossly responsible for delays in
submitting nomination forms and sometimes leaving
officers to fight for themselves by 1lobbing, at the

end, subjective selection and nominations are made.

2.8.3 The trainers in the various Ministries i.e.
(Departmental Training Officers in the Civil Service)
are not fully educated on how to identify - training/
developmental needs, as a result most officers are sent
on courses without specifically corresponding with
their needs nor that of the Ministries/Departments

thus, misplacment of developments needs.

2.5.4 The technique for performance appraisal, for
instance, open reporting system normally used has been
abused/misused, despite the fact, it has become an
annual report and no progress report is supplied on
officers and above all the report are not fully
considered while selecting officers on training/deve-

lopment programmes.

2.5.5 There is considerably lack of counselling/
guidance as a result most employees develop a lienative

response and have depressed behaviour.

2.5.6 The basic entry qualification specified in the
scheme of service (job-specification) for major jobs

are neglected while recruiting or in selection of
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officers for employment. This has brought about glaring
incompetenence by providing officers that have less
promise for the future as a result most of them are not

stable thus creating higher labour turn over rate/cost.

5.7 Staff Transfer - The purpose of transfer is
defeated, since majority of such transfers/postings are
done in bad faith to frustrate individuals rather than
putting them in positions that are challenging to
explore their potentialites that may lead to effective
on-the-job training.

2.5.8 On-the-job training to a great extent is
counter productive, because senior officers in most
cases refuse delegating some /part of their
responsibilities to their subordinates with a view to
groom them in shouldering higher responsibilities in
the future. Though, where the delegations exists, the
pressure of work is more emphasized on employees that
have closer relations with their superiors cor they
proved to be the best as a result they are overloaded
while others are left virtually with nothing to work on

thereby creating redundancy.

2.5.9 Compensation as one of the motivating factors
in having a stable human resources are not fully giving
to officers/staffs who merit it. For example, in terms
of promotion, seniority is still giving preference.
This situation was responsible for breading frustrative

individuals that are reluctant in committing themselves
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towards goals achievement.

2.5.10 There 1is wvertually no skill inventdry for
instance, where a reasonabkle post of dqualified
employees can be readily picked to occupy positions or
nominated for further development. Bacause proper
employee records are not kept, even if there exist one,
no up-dating are effected as a result, it is impossible
at a glance to render correct statistics such as:

(a) The total number of officers trained/date, type of
training given, when completed and position given
on completion or proposed to be given on
completion.

(b) When are they due for confirmation, types of
examinations required and taken as governing
conditions for such confirmations with dates, date
of confirmation. Moreover, gazetting of
appointments, promotions, transfers, secondments,
resingations, retirements and general disciplinary
actions taken con officers are not printed on
gschedule nor fully distributed and in most cases
they are neglected completely. Such problems were
attributable for lengthy - acting appointments on
vacant posts, and this lead to having most top
posts occupied by those without transitional

experience.

2.5.11 Methods of Selection envolved in selecting
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staffs for training/development is poor - most members
constituting the selection committees lack specialist
qualification to determine and identify a suitable pool

of staff for development.

3+5:12 Retention of Serving Officers to teach in
staff training centres without actually equipping such
cfficers with the required or acceptable level of
education/experience to enable them have confidence and
ready to impact require knowledge to staff trainees is
regspongible for having half-baked registry clerks that
creates a lot of misfiling of documents and barricading

of information channels.

2.5.13 Refusal by certain officers to attend courses
even when nominated and given admissions. They presumed
to occupy lucrative pogitions which they wouldn’t like
to part with and in most cases they lack the required
skills expected to a holder of such positions. Further
more, despite their refusal they still hang on their
positions as a result:

(i) They blocked chances of other prospective staffs
and are highly contributing to ineffectiveness of
the corporation.

{(ii) On certain occasions where such staffs accepted
proceeding on training, they are later found to
discontinue with the course on shoddy grounds and
nc effort is made to force them to attend or

refund any cost incurred on them.
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2.5.14 The recommendations made by Udoji and the
Policy white paper approving it for conversions of
officer i.e. Clerical cadres to executives grade,
executive cadre, professional/technical/specialist
cadres to administrative cadres, etc. These prescribed
conversion where in progress but how they are meted to
be fulfilled by officers are ill-defined and left room
for lobbing. Specificially in CBN, conversions from
Labourers, Mesgsengers, machinest to clerical line and
clerks to senior staff (mamangement) cadre had being
frauth with so many obnocious policies, victimization
after such staff had acquired additional
qualifications. This has left most staff frustrated and

disappointed on their chosen career.

2.5:185 No systematic training/development programmes
that exist as most of the programmesg are done
haphazardly not with standing the economic depression
and restructuring of priorities, as a result certain
categories of manpower are over-developed while others

under-developed.

2.5.16 Lack of any formal evaluation criteria to
determine the end results of courses attended by
officers in relation to needs attached to such
development programmes both corporate and on the job
training. In this regard there are problems of:

{a) not having the right persons in the right job and
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at the right time.
(b) credit worthiness of a particular developmental
efforts, its strength, weakness and corrective

action needed, etc.

2:5:17 The development of middle level manpower in
Central Bank of Nigeria specially the intermediate and
junior staff who are expected to benefit from training
schemes have in large number lost confidence in the
administration of the scheme. There is poor supervision
and organisation. Some staff are invited for the some
courge twice while others are left untrained. Clerks
are invited/trained for supervisory post which they may
not be promoted to for the next three to five years
while staffs on supervisory grade are left untrained
for their new status/responsibilities. In other words
the training dcoces not serve/form the basis for staff

promotion.

2.5:18 Creation of certain estabilishement after the
persons to occupy them had already stayed for years on
one post egpecially in technical and professional
cadres. In addition they lack any encouragement for
self development as no well-defined career plans and
sources of information for officers to see their
opportunities with a view to reach their limits in

their working life and finally.

2.5.19 The interactions of envirconmental forces both
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internal and external impinge upon the smooth running
of the service. Particularly the structural adjustment
programmes SAP caused by the economic depression has
denied state of sufficient funds resulting in
sugspending over seas courses cutting/delaying payment
of course allowances, tuition fess etec. or even
complete stoppage of them. Thus denying officers the
only re-inforcement. In addition no specific policy
exists in practice since their implementaticon are not
procedural /structured towards what they are meant to
achieve.

2.5.20 Technology - This simply implies the use of
ideas, techniques, innovation, methods and materials to
aurgement the achievement of the stated objectives. The
absence of these skills outlined above will have

serious effect or impact on productivity.

2:5.21 Sociological Problems - Most workers lack a
sense of belonging and scomehow act as strangers in the
work place. In carrying along with this, there is the
tendency for the two parties - employer and employees

not to have a full sense of commitment and dedication.

Training is designed tc make staff effective on their
present assignments. Development on the other hand is
preparing staff for future roles. There is 1little
difference btween the two terms from psychological

asgsessment. The development problems is an extension of
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the training problems. Gagne (1962), proposes a series
of gquestions to be used in analysing a training

problems.4l

(a) what are the task components of the job?

(b) what ‘mediates’ or influences performance on these
job tasks, that is, what must be learned in order
to enhance job performances?

(c) how should these mediators be broken down into
elements for purposes of training?

(d) how should the learning of these elements be
sequenced in order to ensure optimal progression
from one learning stage to another and to provide
for maximum mediation effects or transfer to the
job?

Given a successicn plan, a super-ordinate grooming a

subordinate for future role must ask gquestions similar

to the one’s mentioned below.

(1) What are the components cof the future jobs?

(2) What facilitates performance on the future jobs?
(3) How should the performance facilitators be broken
into modules for preparation for future roles?

(4) How should transferability of exposure to the role

setting be ensured?

The following instruments may be used to answer the

above questions.

61






