THE TRAINING GF | NTERMEDI ATE AND JUN CR STAFF
AND I TS | MPACT ON MANPONER DEVELCPMENT | N
AHVADU BELLO UIN VERSI TY, ZAR A

(1976 - 1981)

(i)



(i)

THE TRAINING CF | NTERVEDI ATE AND JUN CR STAFF
AND | TS | MPACT ON MANPOAER DEVELCPMENT | N
AHVADU BELLO UN VERSI TY, ZAR A
(1976 - 1981)

A Dl SSERTATI CN

PRESENTED TO THE STAFF CF THE DEPARTMENT CF ADM N STRATI VE
STUDI ES, | NSTI TUTE CF ADM N STRATI ON,
AHVADU BELLO UN VERSI TY,
ZAR A

I N PARTI AL FULFI LMENT CF THE REQU REMENTS
FOR THE AWARD OF THE DEGREE CF

ADVANCED DI PLOVA I N PUBLI C ADM N STRATION (A D.P.A)

BY

ONVARCH S MONMATTHRW

JUNE, 1981



(1i1)

S : : DEDICATION

LSRR

DEDICATED TO MY DEAR MOTHER, MRS. MARY DIBUEZE ONWUAROH FOR
HER TOTAL COMMITMENT TO OUR WELFARE AND TO MY BELOVED FATHER,
MR. VICTOR UGOANOZIE ONWUARCH, WHO LABOURED RELENTLESsSLY TQ
SEE ME SUCCEED IN LIFE BUT WHO FAILED TO LIVE TO SEE HIS

DREAMS COME THROUGH,



QUOTATION

"MAN IS A PERPETUALLY WANTING ANIMAL, NEW NEEDS EMERGING
AS OLD ONES ARE SATISFIED, A NEVER-ENDING PROCESS FROM
CRADLE TC GRAVE. HIS BEHAVIOUR IN LIFE IS ENTIRELY
GOVERNED BY THE CIRCLE OF HEREDITARY OR ENVIRCONMENTAL

INFLUENCES CREATING NEEDS WITHIN HIM AND HIS TAKING

ACTION TO FULFIL THOSE NEEDS."

MAURICE W. CUMING

N
o
i

(iv)



CHAPTER I
1.1
1.2
1.3

1.4

T

1.5
1.6
1.7

CHAPTER TII

241
242

2.3

TABLE OF CONTENTS .

List of Tables . aas
Acknowl ¢dgement coo ..QIW
l
Introduction ors scn
|
Statement of Hypethesis . ..;

Research Methodology and Problems Encountered

The Background History of Ahmadu Bello University
and How Faculties and Institutes Emanated

The History of Intermediate and Junior Staff
Training in Ahmadu Bello University (Main
Camms) su v L aoo

The Hlstorical Background of Intermediate and
Junior Staff Training in the Institute for
Agricultural Research (I.h.R.), Samaru

The Statistics of the Numerical Strength of

I. & Je Staff of Ahmadu Belleo University
{inciuding Institutes and Outstations)

AVAILABLE COURSES AND PROCEDURE FOR TRAINING

List of I. & J. Staff Posts in Ahmadu Bello
University aew _ aww

Types of Courses Available to A.B.U. Staff
(Internal and External) _ vos

Method and Procoesses of Application and Selection
of Candidates for Lxternal and Internal
- Training nen .es

(v)

1-15
16

17 = 19

20 = 29

4 - 37

38 - 41

58 - 66



24 The Spreading of I. & J. Staff Tralning Amongst
All Branches of A.B.U. noo

2e5(a) The Make-up of Instructors and Demonstrators for
the Internal Courses and Conditions Governing
thelr Appcintments and Remuneration saa
2.5(b) The Infrastructures for Internal Training

2.6 The Bonding of Staff After Training and Reasons
for Staff Exodus

CHAPTER ITI  THE FUNDING OF THE TRAINING SCHEME AND OTHER

TRAINING PROBLEMS

3.1 The Funding of T. & J. Staff Training in Ahmadu
Bello University eve aes

3.2 Sessional Allocation of Training Fund (Main
CampuS) 1976 - 1981 woa dma

3.3 The Sessional Punding of I. & J. Staff Training
in the Institute for Agricultural Research

(I.AURG} o009 L N
3.4 The Financial Problems Inherent in Staff Training
in Ahmadu Bello University voe
3.5 The Training Problems Vis-a-vis The Numerical
Strength of I. & J. Staff in thc Ahmadu Bello
University see caa
3.6 The Staff Training Scheme and Accommodation
Problems saw amo
3.7 The Advantages and Disadvantages of the Tralning

Scheme 0 Ahmadu Bello University oas

(vi)

PAGE

67 -

7% -

77 -

83 -~

86 -

89 -

52 =

96 -

102 -

6%
5
76

82

85

B8

91

95

98
101

106



(vii)

CHAPTER IV CONCLUSION AND SUGGESTION FOR IMPROVEMENT
PAGE
4.1 Conclusion voo ves 107 - 112
4,2 Suggestions for Improvement ses 113 - 119
BIBLIOGRAPHY ace ces 120 - 121
APPENDICES see vae 122 - 130

A.B.U. Organisation Chart see 131



Table

Table

Table

Table

Tabl ¢

Tablc

Table

Table

Table

2.1

2420

203

264

2.5

266

3.1

3.2

3.3

LIST OF TABLES

Type of Courses and the Statement of Results

Type of Internal Courses for 1980/81 Session
and the Number of Students Admitted in

each Course awa sss

List of External Courses and thoeir Duration

External Results for Courses Internally
Conducted sos sow

The: N.h.P.R.J. Staff Who Have Benefited
from the I. & J. 3taff Training Programme

Yeorly I, & J. Staff Strength and Turnover
of Trained Staff nee

Sessional Allocation of Training Fund
{(Main Campus) 1976 = 1982 “os

Courscs, NMumber of Students Admitted and
Course-unit Expenditure (For 1979/80
Session) ) T mes

Sessional Punding of Intermediate and Junior
Staff in the Institute for Agricultural
Resenrch (I.ALR,) sca aes

(viidi)

PAGE

47

49

51

55

)

8e

87

89



(ix)

ACKNOWLEDGEMENT

First and foremost, let me express my profound gratitude to
Alhaji Yahya Aliyu, Registrar, A.B.U., for recommending and
releasing me to attend A.D.P./\. Course. For this, I remain
eternally most grateful.

My immense thanks also go to Mr. G.T. Korgba, Registrar,
University of Jos, for his persistent advice and encouragement
which kindled my interest to read further.

My gratitude alsc goes to the following persons who have in
various ways encouraged and helped me to undertake this study in
fulfilment of my much cherished ambition: Professor P, C. Daudu,
former Head of Department of Administrative Studies; Head, Depart-
ment of Administrative Studies; Dean, Foculty of Administration
and my Course Coordinator, Mr. Shettima Bappa, for the opportunity
they cellectively gave me to benefit from this course.

I am most grateful to Mr. S.M. Ngu, my Thesis Supervisor, for
his painstaking efforts and down-to-carth criticisms of my drafts
which I later found mest rewarding.

My gratitude also goes to my colleagues in the Registry
Department for offering me various assistance at different levels
which will remain ever-green in my memory.

I am greatly indecbted to Mr. E. C. Otesanya, Staff Training

Coordinator, for granting me series of interviews to discuss I. & J.



Staff Tralning. Equally grateful I am to Alhaji Mohammed Abubakar,
Secretary Coordinator, I. & J. Staff Training, I.AWR., for his
wonderful cooperation with me in the course of my research.

My sincere gratitude also goes to Mr. P.L.O. Adaba, Deputy
General Manager (Personnel}, Iron & Steel Co. Limited, Ajackuta, for
hiz highly valued assistance and commendations. Mr. Mike Shima,
Establishment Secretary, University of Jos, alsc shares my gratitude
for his willing cooperation and assistance.

T deeply appreciate various efforts and sacrifices made by the
following friends and colleagues to see and inspire me through tﬁé'
course: Mal. Abubakar Kawu, Senior /Assistant Registrar, Vice-
Chancellor's Office, for his ever-ready help in the course of my
résearch; Mr. T.E.(0. Iroanya, Assistant Registrar, Institute of
hdministration, for inspiring me and standing by me all through my
course; Mr. Ignatius I, Nwagwu, Higher Executive Officer, Academic
Office, for his unquantifiable assistance and encouragement; Mr.
E.C. Clatunji, asslstant Registrar, XKashim Ibrahim Library, for
placing all his books at my disposal most willingly; Mr. M.C.
Ezumézuh, Personal Secretary, Director's Office, T.A.R., for his
timely help in time of great need; and Mr. J. Ezeji, Principal
L?brary Officer, I.A.R. Library, for his willing cooperation and

assistance in the course cof my research and studies.



My special gratitude goes to Mr. Emmanuel Nnabuenyl Emeka Okoye
Forestry Officer, Forestry Department, Enugu, for his inestimable
suppert and sacrifices.

Finally, I am greatly indebted and eternally grateful to
my loving and highly dedicated wife, Mabel, for taking good care
of my children and home while my course lasted. Her numerous
contributions and sacrifices are most invaluable and most
memorable.

Unfortunately, limited space has prevented me from mentioning
the names of scores of friends, colleagues and well-wishers whose
contributions towards my success in the course and outside it
are equally valued and decply appreciated.

However, it is pertinent for mc to emphasise at this stage
that I am absolutely responsible for whatever opinions I expressed
here irrespective of whatever information I got in the course of

my rescarche

Simon M, Onwuaroh,
Zaria. JUNE, 1981.



1.1

PR e

CHAPTER I

INTRODUCTION

"Training is not something that is done once to new
employees -~ it is used in overy well-run establishment,
Every time you get someone to deo work the way you want
it done, you are training. Every time you give direc-

tions or discuss a procedure, you are training.®

C. R. Dooley

INTRODUCTTION

It is fashicnable these days to merely refer to high-level

manpower when discussing MANPOWER development in Nigeria. But,
1

by confining the use of the word 'Manpower' operationally to
_ |- _

high=level manpower!, there seems to be a real danger that the
importance of cother types of manpower may be obscured. Accord=-

ing to T.M. Yesufu, "high-level manpower may be a limiting

~. factor to Nigeria's economic growth but there is a common-sense

view that the quality of that other manpower which forms the

bulk of the country's labour force, is also essential to rapid
' \ .
growth."1 Yesufu further contends that "it is true that other

—rrm——

1. Yesufu, T.M., "Manpower Problems and Economic Development
in Nigeria™, Oxford University Press, Ibadan, Nigeria,
1969, p. 23.



manpower is not left completely out of account but it seems to be
regarded merely as something like a chorus in a play in which highe

level manpower are the real characterso"2 Another assumption behind

the tendency to continually glorify high-level manpower appears to be
that if only it can be developed, all else would be well. But the o
above quotations have, in no unmistaken terms, amplified and indeed
highlighted the real need for the development of lower-level and
middle=level manpower, besides high=level manpower, and this, there=
fore, is the main concern of this paper.

It is because of the strateglc role members of intermediate and
junior staff working in the Ahmadu Bello University are playing in the
organisation, administration and maintenance of the University that I
became fascinated to undertake a study and appraisal of the role of
Intermediate and Junior Staff Training Scheme in the University, in
the training of mliddle-level manpower with a view to determining the
extent to which the training of this cadre of staff has advénced and
the impact it has made cn manpower development in Ahmadu Bello University.
To be able to do this, the writer intends to peer into the traiping
programme, the University policies that guide the applicaticn, selec-
tion and training of Intermediate and Junior Staff, the types of
courses, the administration of the training programme, the funding

of the training programme, and to establish whether the advantages

I — T W - O X ——

2. Tkid, p. 23, . : -



derived from mounting and sustaining such a training programme
adéqué£ely compéﬁsate for the huge sums of money and effort; béing
expended on it. The research is intended to find ocut what the
thinking nf the people is vis-a-vis the training and also to
establlish the consiraints, 1f any, in the operations of the train- :

ing scheme with a view to making concrete suggestions for improvement,

The Statement and Significance of Problems:

The development of middle-level manpower in A.B.U. has, in
recent time, assumed greater dimension and importance. The number
of I. & Ja staff in A.B.U. runs into thousands. It is therefore no
exaggeration to say that it is a hecullian task trying to train staff
of this magnitude. But because there was a gencral concensus of the
need for the training of this class of staff that Ahmadu Bello
University embarked on a gigantic training programme to be able to
eliclit from its staff, a high-level productivity and a gqualitative
service. The authorities are well aware that owing to various causes,
& large number of staff has not been privileged enough to advance
their training to a point where they could be most useful to theme
selves and to Ahmadu Bello University itself. Besides, acute shortage
of skilled manpower in A.B.U. is noticed particularly in technical
and secrctarial fields. Another problem is that of the Nigerian

Labour Law which legislates against any organisation in Nigeria
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S e
recruiting I. & .J. staff from overseas. It is the realisation of
all these problems that made A.B.U, authorities to decide to face
squarely, the development of this class of workers through intensive
and extensive training programme in order to sustain its services at
least at that level. |

Again, as efficient work performance is more or less based on
training, much importance is therefore attached to it as a prelude
for promotion. The consequence of lack of it is that the progress of
some staff of this category is stalled midway which consequently
generates frustration and feelings of despondency to a point of
perhaps making soma of such staff lose interest in their jobs and
eilther summon courage and quit or operate on 2 diminishing return
basis. aAll these problems and their significance jointly make
I. & J. staff training not only imperative but also an unavoidable

necessity to Ahmadu Bello University.

-*

Training As a Motivating Factor

what 1s motivation in the first place? To my mind, motivation
is & skill in aligning employee and organisational interest so that
behaviour results in achlevement of employee's wants, simultaneously
with the attginment of organisational objectives. It alsc means the
process by which behavicur is energised and directed.

As a matter of fact, it is increasingly recognised, mcre than



ever before, that people are the pivot on which any organisation
reﬁolves; The success of any organisatioh therefore dePends on the
effective mobilization of the efforts of all people who make up the
organisation., Variocus social science findings have revealaed that
people can only give off their best if their needs are satisfied

and down deep every worker is embedded the ‘'need achievement motive!.
Such needs range from the immediate ones of satisfying hunger and
thirst to the oncs of recognition and self-actualisation. Abraham.
Maslow's Theory of the llierarchy of Human Needs lends support to
this statement. He theorised that huwan nature is characterised by
five urges ~ the physiclogical urge, the social urge, the prestige-
of-work urge, the ego urge and the self-actualisation urge. Maslow
says that it is these many urges that motivate men to work, and that
these hierarchy of urges are usually satisfied from below, with the
result that this state of satisfaction necessitates moving up to the
next urge in the hierarchy of urges. It 1s therefore my contention
that if, within an organisation, sufficient grounds are created for
the satisfaction of the various urges, man is definitely going fo be
motivated all through; Training is therefore a very important aspect
of motivation and a source of internal satisfaction to a worker who
regards it as a key to self-actualisation. Without training which
is a prime motivator, it will be difficult for any worker to satisfy
all his needs and urges. It does not matter what form the training

takes in so far as it is intended to improve efficiency and productive



capacity of a werker and infuse in him a sense of helonging,
achievemont and personal satisfaction and pride.

The Need for Training

Je P. Viteritti has described training as "an effective
instrument for overcoming bureaucratic passivism and/or resistance
tc change in the implementation of a new administrative policy,
programme, or system."3 It has also been suggested that any
training programme has three major goals:=

1. The first is to increase a troinee's set of alfernatives.
Through appropriate training, he can add new strategles
that he may never have thought of cor strategles that are
infrequently entertained because of skills or confidence
deficiencies.

2» The second goal of training is to provide the trainee with
the necessary criteria to select from an expanded set of
alternatives. If the habit of selecting particular alter-
natives can be shifted to a hablt of examining alternative-‘
choices in the light of appropriate criteria, proficlency
1s increased. _ -

3. The final geal of training is to make the trainee his own
consultant when it comes to adapting existing alternatives
to new situations. Training must focus on situations not
wholly predictable from the training context, and it is the
Ettngkoanya, TaEeCu, Staffing and Finance As Essentinl Elements

in Administrative Effectiveness: An Appraisal of Etiti

Local Government Administration 1976-1978, Nigeria,
June, 1979, p. 55. '




trainee who must adapt as conditions and/or situations change.4

And supporting the above views on the necessity for employes training
G.D. Halsey stated that "training is important because it gives to
the worker and to management what each wants without taking away
anything from each other."5 Again, Milton Hall further defined
employee training as "the process of aiding employees to gain
effectiveness in thelr present or future work through the develop-
ment of appropriate habite of thought and action, skills, knowledge
and attitudes.,"6 He stressed further that "training aims to increase
the effectiveness with which the functions of an erganisation are
carried out through increasing the effectiveness of the personnel
comprising that organisatiom"7

Quite often, employées who have served.for a long time are
bypassed because it is felt that they lack the mental capability

which the higher job demands. This breeds frustration and feelings

4. 1Ibid, p. 56.

5. Halsey G.D., "Training Employee", Harper & Brothers, N.Y.,
1949, pa 1.

6. Ibid, p. 2.
7. Ibid, p. 2.
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of hopelessness and might force them to leave their jobs most unprepared
unless arrangements are made immediately for their training to reassure
them of their continued usefulness to that organisation and to wipe out
despondency boldly written on their faces. Training therefore motivates
towards self-fulfilment while salary increases motivate towards material
satisfaction or well-being. Ubeku lends suppert to this view on the
importance of training when he says: "Investments on training and develop-
ment are wise investments. There are many organisations in this country
which regard training and development as expensive ventures and avoid
them like the plague. What such organisations are interested in are the
immediate returns. But in a changing world, of which Nigeria is part,
this attitude can nolonger hold qood."B 5till on the importance of
training, Bass and Vaughan stated that "short-term gains in quantity of
output may give way to long-term losses due to poor quality of perfor-
mance because adequate training did not occur.'."9 Besides, "technical knows-
ledge requires constant updating, and as new techniques appear, retrain-

ing becomes a vital necessity."io

Training is therefore basically nece-
ssary to every staff in any organisation because training assures more

concretely, the satisfaction of personal needs and ensures a high level

8. Ubeku, A.K., "Personnel Management in Nigeria", Ethiope Publishing
Corporaticn, Benin City, Nigeria, 1975, p. 14.

9. Bass, B., & Vaughan, J.A., "Training in Industry: TheManagement of
Learning", Wadsworth Publishing Co. Inc., California, U.S.A.,
1966, pp. 72 and 74.

10. Ibid, p. 74.



productivity. All human beings enter an organisation with their

personal goals as different from organisational goals. The desire to
satisfy the needs or achieve the geals set "is accompanied by a state

of drive or tension that results in a behaviour being directed towards

a goal that will satisfy the need and thus reduce the drive or tension.“11
So, if the desire of a staff is to advance on the ladder of progress
through training which motivated him to join an organisation in the
first instance, he continually looks towards it and unless this is
satisfied, he can never 'properly' belong as other forms of motivation
may have negative effecton him. According to Johnson, we need to
determine training needs for various reasons:-

1. So people will be more productive on thelr jobs and be ready
for advancement:

2. Because the success of the enterprise requires that everyone
perform at his optimum level. This calls in part for deter-
mining and meeting the specific growth needs of each, which
should be translated intc training;

3. Because all "good" people regardless of organisational level,
can do a good job, want to do a good job, and will do a good
job - if they are given a chance. This chance comes in part
through the provision of opportunities for a person to

improve his knowledge, skill or attitude. In doing this, the

11. "Personnel Management in Nigeria",
op. cit., p. 298.
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conpany increages produdtivity and the individual advances his careero12

By way of illustration, a younger worker today, in the factory
or office, is no longer much concerned with security and pensions but
want early involvument, interesting jobs, gquick promotion and the re-
wards for work now rather than later. Even a not-so-efficient typist
with or without any knowledge of shorthand seeks immediate secretarial
status wherever it can be found and a salary to match, whether justified
by potential or not. Such impatience has its merit for it demonstrates
a growing self~confidence, energy and enthusiasm that must be recognised
and developed whenever possible thoiough increased .opportunities for
active participation in the affairs of an organisation. To do this,
he has L0 be trained to enahie him accquire basic skills for the post he
seeks and not by making his aspirations continually appear to him/her
as wholly unattainable. ' N

The training of staff has gained such a wide recognition that
"many are becoming aware that ignorant workers are poor workers and

that undeveloped and unaroused employees are liabilities."13 And to

12. Johnsen, R.B., "Analysis of Training Needs" in Tréining and
Development Handbook, McGraw-Hill Inc., U.S.A. 1967, p. 16.

13, S8mith, H.C., "Psychology of Industrial Behavior"™, McGraw=Hill
Book Co. Inc., N.Y., 1955, p. 368, S oo
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buttress this further, Smith states that "more and more companies
are systematically attempting to train employees and supervisors in
the knowledges, skills, and attitudes which will make them more satise
fied and productive workers."14 He concludes by saying: B
"perhaps the greatest competitive advantage to be enjoyed by an
enterprise lies in the development of its human rescurces.

while I recocnize the worth of on-the~job training, I

believe that attention should be paid tc employee education

in a breoader sense. There is an increasing recognition that

education’cannot stop with the school or college, and that

usiness and industry must alter their pclicies to accept a

social oblligation to provide broad educational opportunities

to all employees as long @8 there is an expressed need for them."is
People are trained to work better and live mere happily. There-

fore, it is the desire of every mentally-healthy man to train and work

for "man's desire to be continuously associated in work with his fellows

is a strong, if ncot the strongest human characteristics."ie Maurice

Cuming lent his weight to this statement when he saids "Work is the

source of ﬁan's mést basic satisfactlons, it is his social catalyst - :'

the purveyor per excellence of his status and prestige among his

fellows."17 Training has boundless advantages to man's motivation and

- -

14. Ibid, p. 393,

15, Ibid, p. 364. :

16. French, W.L., "The Personnel Management Process", (4th Edition),
Houghton Mifflin Co., Bosten, U.S.A., 1978, p. 73.

17. Cuming M.W., "The Theory and Practice of Personnel Management",

Heinemann, London, 1970, p. 30.
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effectiveﬁess, Training mctivates man to work and more training re-
shapes man and makes him more committed and very much more efficient.
Training boosts man's ego and increases his desire for social status -
vhich, in turn, is linked with the need for self-fulfilment which is

the supreme geal of any man as a unigque individual and this he must
scrive to achieve according to his own innate potential and within

the limits of reality. Training is an investment in human capital but
not every organisation realises this., However, Gerald Meier undere

scored the need for investment in human capital when he said: "Although
the objective of adding to the stock of physical capital has dominated
investment discussion, it has now become svident that & high priority
must be assigned to investment in human capital. As part of the |
reaction to an excessive reliance on the accumulation of physical capital,
it is dncreasingly recognised that the acceleration of development may

ke thwarted by a deficiency in the knowledge and skills embodied in

L aman beings."18 From this statement, it is clear that, for A.B.U. to
achieve the goal of high=level productivity and administrative competence,
the intellectual levels of a large number of its staff = junior, inter-
mediate and senior - must be amply elevated through continuous training.

Training As an I[nstrument for Efficient Work Performance
and Rationality

Training has been described as “providing conditions in which

people can learn effectively.®1% The function of training is therefore

T -

18. Meler, G.M., “"Leading Issues in Economic Development”, Oxford
University Press, Inc., 1970 (2nd Edition), U.S.A. p. 598.

19. King, D., "Training Within the Organization", Tavistock Publica-
tion Ltd., London, 1964, p. 125.
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to improve staff performance in order that the organisation might
function with optimum efficiency and productivity as well as equip the
staff for higher levels of responsibilities. Donald Nylen has stated
that training is concerned with the individual's preparation for and
the orientation to the job and the situation in which he will work.

He emphasised that training seeks also tc upgrade worker's perfor-
mance as he continues to work. He pointed out that training should
also be concerned with the organisation (or groups within it) as

the subject of training, for many of the problems which interfere

with staff performance rest in group standards and difficulties in
coordinating the activities of numbers of perscns.20 From the above
statements and quotations, it 1s clear that training serves as a
vehicle of knowledge and as an instrument for efficient work perfor-
mance, Besides, training broadens man's social ocutlocok and prepares
him for life contingencies. Training develops one's personality and
augments one's contributions to society. It also equips man to look
at things with objectivity and to take rational decisions even within
bounds. Training a staff is therefcre a 'must' to any forward-locking
organisation that wishes to excell in business or agdministration.
Training equips a worker mentally with the mechanics and the mechanisms
for operating and directing his services towards the goals of an orga-

nisation. Training is an operative key for efficiency; it is the

—-- = -

20. Saror, M., "Intermediate Manpower Problems and Development in
Nigerian Agriculture: The Institute for Agricultural
Research As A Case Study", Nigeria, Nov., 1978, p.212



livewwire, the bloocd and =oul of competence.
| Emphasising the weight that should be given to the growth in the
quality of human resources, Professor Schultz illustrates the possible
implications of the 'quality' components as followst
"3uppose there were an economy with the land and the physical i
reproducible capital including the avallable techniques of
production that we now possess in the United States, bhut ’f\
which attempted to function under the following restraints:
there would be no person available who had any on~the-job
. experience, none who had any schooling, no one who had any
information about the economy except of his locality, each
individual would be bound to his locallity, and the average
life span of people would be only fourty years. Surely
', production would £all catastrophically.n?)
On training, therefore, there is more to say, more to quote to
justify its need. However, suffice it to say finally here that
whatever we use or see around us which makes 1life less arduous is

produced hy highly trained brains.

21. Schultz, T.W. "Reflections on Investment in Man", Journal of
Political Economy, Supplement, October, 1962, pp. 2-3.
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TE_SCOPE OF RESEARCH

It is important to state heic that although gernuine efforts were
made to embrace most units of Ahmadu Bello University, my main thrust
was on the Intermediate and Junior Staff Training Programme as it
operates in the Main Campus and the Institute for Agricultural Research
(I.A.R.} which alone have Training and Secretary Coordinators respecti-
vely to direct the training programmes of the University. Besides,
while the training of administrative staff of A.B.U. is centralised
and all embracing, the peculin: functlons of I.A.R. necessitate a
dAifferent approach to its training needs. Again, while all Nigerian
Unive-sities (including f.B.U.) receive their funding from the
Federal Govermment through the National Universities' Commission
(N,U.Co)y I.AeR. is funded through the Ministry of Science and
Technology, Lagos. Before the formation of this Ministry, I.A.R.
was receiving its funde through the National Science and Technology

Development Agency (N.S.T.D.i.), Lagos.
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1.2 STATEMENT OF THE HYPOTHESIS

As a guide to the research, the following questions are
posed hypothetically, ard a function of this research will be
to attempt answers to them. They are considered major
problems possibly facing or inhibiting the full realisaticn of

the ideals of the training programme:

{a) The Intermediate and Junior Staff Training is not
making the desired impact on the organisational
effectiveness of AaB.U.j

(b) The Funding of Staff Training Programme in A.B.U.
1s grossly inadequate;

(¢c) The Numerical Strength;f I. & J. Staff negates
Training Efforts;

{d) The parity of Unlversities' Salary Scales with
Civil Service Scales drains manpower away from
RoBaUss

(e} Limitzd Office Accommodation a great handicap
to effective administration of the Training Progra-

e »
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1.3 RESEARCH METHODOLOGY, AND PROBLEMS ENCOUNTERED:

The methodology adepucd in this research includes: :

{1) Oral Intervicus:

I had held interview§ with the Staff Traiﬂing
Coordinater (Main Campus); with some members of
I. &Je Staff Training Committee; with Secretary
Coordinator of Training, I.A.R.j with Dr. E.G.
Kolawcle, Department of Chemistry; with Adminise ,/
trative Officer, Institute of Education; with |
A.R. (I. & J. Staff lMatters), Institute of
Administration; with Mr. K. Lupton, Director,
Centre for Economic and Social Research and Consul-
tant to University Administration and interviews
with some staff already trained and some that are
! currently undergoing training.
(2) Documents:
This entail= yoing through relevant files for
I. & J. Staff Training, going through Books and Journals,
A.B.Us Calendar, Literature Reviews, etc.

PROBLEMS ENCOUNTERED:

It is neither an ezaggeration nor an understatement to say
that for any mecningful research to be conducted, a researcher

must encounter variour problems in the course of his research.
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, My case 1s by no means an exception. I therefore set out below some
of the problems that consronted me during the search for data, in-

rormation, and interviews:

1. inability to meet in thelr offices, the people I wanted
to get information fyrom;

2. the gtereotyped form of apologies rec:ived from some
of thé officers I had wanted to talk to such as "I am
almost going out now, why not call on me say Friday
at 10 a.m."; "I am not physically scund to talk_to you now:
could you please arrange to see me some othefinme"? étc. g
This is in spite of the fact that appointments were wWell
booked previously for the purpose; . .-. o fL

3. reluctance on the part of some cffiéers to release.théif
office files to me for the purpoge of fishing out certain
facts in some of the offices I visited. Atimes, certain
files relovant to my research were said not to be "lmmedla-
tely handy" or seen;

4. Hours were daily wasted in my determination to be availed
the opportunity to have access to the officer I wantedlto
interview;

5. problems of almost 'forced cooperation' from some office

staff who felt thoy were unduly harassed or put to needless

trouble vis~a-vis the research in which they had no concern
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or stake. This happened even with courtecus approach or demonst-
ration of my regard for the staff concerned and his jobj;

.6. the problem of not getting some of the books essential to my
chogen research toplce
Although I encountered all these problems, they were not totally
unexpected particularly in & research which involved interviews,
getting information from different sources, and perhaps the use of
. questicnnaire. While some people were ever-ready to coopgrate, others . -
were hesitant. Doubtlessly, temperaments differ and people behave r

differently in any given situation. It is simply human.



1.4 THE BACKGROUND HISTORY OF AHMADU BELLO UNIVERSITY AND
HOW FACULTIES AND INSTITUTES EMANATED

The Ashby Commission (The Commission on Post-School
Certificate and Higher Education in Nigeria) in 1960 recommen-—
ded negotiations "with a vicw to establishing a2 University in
the Northern Region of Nigeria, with headquarters in Zaria..."
and it furthoer recommended that "~dvice should be sought from
overseas before anv duecision is made on the scope and activities
«f the University."

In April, 1961, a delegation from the Inter-University
Council for Higher Education Overseas, visited Northern Nigeria
under the chairmanship of Sir Alexander Carr-Saunders and in
the same month issued its recommcndations on the "scope and
activities of the University". And in April, 1961, a Law esta-
blishing a Provisional Council of the University of Nigerian
Nigeria was passed by the Legislature of Northern Nigeria and the
Provisional Council, under the chairmanship of the Honourable
Shettima Kashim,C.B.E. (a member of the Ashby Commission - now Sir
Kashim Ibrahim, K.C.M.G., C.B.E., formerly Governor of Northern
Nigeria), was established in November. The first Principal (Later the
Vice-Chancellor), Professor Nerman Alexander, was appointed in July,

1961 and he assuaed office in November, 1961.
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With the acceptance of the main recommendations of ! N
Carr=Saunders! Report by the Northern Nigeria Legislature andlthe
Provisionel Council, a Constitution which is embedied in the Ahmadu
Bello University Law and passed in June 1962, was prepared by the
© Provisional Council. | .

During the year, staff were recruited or transferred from the
institutions which were absorbed in#q theHUn§versity and students
transferred from courses in the Nigerian College. The University
came into existence legally and actually on 4th Gctober, 1962, with

an intoke of some 400 students. Teaching commenced on October 10, 1962.

HOW FACULTIES /ND INSTITUTES EMANATED IN AHMADU BELLO UNIVERSITY

Most of the Faculties of Lthe Ahmadu Belle University developed
out of the departments of the defunct Nigerian College of Arts,.
Science and Technology, the Institute of Administration, the
Abdullahi Bayero College and the Institute for Agricultural Research
which were Incorporated at the foundation of the Universit;; S

1. The Faculty of Administration o . |

The Foculty of Administration has developed out of the former
Department of Administration which was established at the Institute
of Administration in 1962 where in-service courses had been made
available since 1957. Tenching for B.A. Hons Dogree and Diploma
in Adminlstration began in October, 1962. In November, 1966, the

University Council approved the establishment of the Faculty of
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Administration which cortinues to function till this day. During
196869 session, the Faculty began offering separate courses for
Be3c¢. (Accounting) and B.3c. (Businecss Administration) in addition
to B.A. (Administration).

2. The Faculty of Law

The Faculty of Law was established in 1962 and developed out
oi the former Legal Department of the Institute of Administration
which started as the first law school in West Africa in 1959 to
give in-service courser and provide courses leading to the Part I
of the Bar Examination of Lincoln's Inn in the United Kingdom.
Today, the Faculty of Law, apart from offering Degree courses pro-
vides training for persqpnel of Local Government Authority Courts
and Ministry of Justice in the Northern States of Nigeria.

3., The Faculty of Agriculture

The Faculty of Agricul ture began in October, 1962 and has
since then been coordinating its activities with the Institute
for Agricultural Research, Samaru. New Departments in Plant
Science, Animal S~ience, 50il Science and Agricultural Economigs
were opened in 1965, while the Department of Crop Protection and
the Department of ;gronomy were opened in October, 1968 and 1970
respectively.

4. The Faculty of Arcliitecture

The Faculty of sarchitecture was born out of the Department
cf architecture of the defunct Nigerian College. The Faculty

came into being in 1962 on the main University site. The first
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a3
B. Arch. Degrees were awarded to qualified students in June, 1963.
The name was however renamed the Faculty of Environmental Design

with effect from October, 1969.

The Faculty of Arts and Tslamic Studies

The Faculty of Arts and Islamic Studies (formerly known
as the Faculty of Arabic and Islamic Studies until November, 1966)
is located at the Abdullahi Bayero College (previously called
Ahmadu Bello College), Kano. Preliminary courses were transferred
from the School for Arabic Studies which was founded in 1934 and
was ~~nducting courses in Higher Islamic Studies, Sharia Law and
Teacher Training, The Faculty's first intake of students was in
1963/64 session. HAbdullahi Bayero College, Kano, has now attained
the status of a full~-fledged University under the name "“Bayero
University, Kano".

The Faculty of Arts and Social Sciences

The Faculty of Arts and Sccial Science came into being in
the 1966/67 sessicn after the Council had approved the establish-

ment of a joint Faculty in place of the former Faculty of Arts.

Teaching commenced in the newly established Departments of English,

History and Geography in October, 1962. The Department of Fine Art,
which had been training students for a Diploma in Fine Art since
1956, was also included in {he Faculty. B.A. (Fine Art) Hons Degrees

were filrst awarded in June 1963. The Faculty has since then rapidly
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expanded to include new departments teaching social science
subjucts.

The Faculty of Education

In November, 1967, Council approved the establishment of the
Faculty of Bducation which came into being in 1$68. Previously,
there existed only a Department of BEducation in the Faculty.of

Arts and Sciences, and offering subsidiary courses in Education
N

and Post Graduate Certificates in Education 2lso. Faculty of

A

Sducation still performs all these functions but offers degree
courses in Education and Degree and Diploma Courses in Librarian- .
ship.

The Faculty of Me@}cine

The University Council approved the establishment of the
Faculty of Medicine to start operating in the 1967-58 session.
The following departments have since been established and are
now functioning: Anaesthesia, Anatcomy, Community Medicine,
Medicine, Microbiology, Obstetrics and Gynaecoclogy, Paediatrics,
Patholeqgy, Pharmacy and Pharmacology, Physioclogy, Radiclogy and
_Surgery. The University turned cut its first set of medical
graduates in June, 1972.

The Faculty of Science
The Faculty of Science commenced in October, 1962 and came

into being cut of the nucleus of Nigerian College Departments of
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Biology, Chemistry, Mathematics and Physics. The Departments of Botany and
Zoology which were later opened to replace Biolegy Department were later merged
in 4968 as the Department of Biological Sciences. The first set of science
qraduates roceived their degree awards in June, 1965. In October, 1970, courses
for the B.Sc. (Pharmacy) degree commenced. It developed from the diploma

ccurses tought at the Ahmadu Belle University School of Pharmacy.

1. The Faculty of Veterinary Medicine
e Faculty of Veterinary Medicine was established in 1965. Previously,
Dopartments of Agriculturc and Vet Medicine formed together one Faculty and
the initinl ploanning for teaching Vet Medicine was undertaken by the F;culty.
However, C-uncil approved the development of Faculty of Vet Medicine in
December, 1964 but Pre-Veterinary courses were commenced in 1962 in association
with the then University of Ibadon which turned out students that began work

at Ahmadu Dollo University in 1965,

11. Faculty of Engincering
Departments of Engineering were founded in the Nigerian College in 1955,
nd in 1957 became the Faculty of Engingering of the University College,
Ib-don. Students were then trained for the B.Sc. (Eng) Degree of the
Univorsity of London under the scheme of Special Relations. The Faculty of
Engincering of the ahmhdu Bello University began in October, 1962. The
coursc: for the Special Relation Examinations for the University of London

Degroe come to an end in June, 1965.22

—— ——— o % e

22. Excerpts from Ahmadu Bello Univegsity Calendar 1970-71, pp. 17-22.
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THE INSTITUTES
| Ahmadu Bello University took over the proviously existing

Northern Nigeria Government Institutions as semi-autonomous

Institutes. They are the Instltute of Administration, Zaria,and

the Research and Specialist Services Division of the Northern

Nigeria Ministry of Agriculture {now Institute for Agricultural
Research and Speclal Services) at Samaru. Institutes of BEducation

arrl Health were also established. The Institute of Education was
escablished by law as part of the University in 1965, The'Institute
acts in an advisory and consultative capacity i the Ministries of
Education of the ten Neorthern States ln matters partaining to
education. It is also concerned with the training and poste-graduate
programmes of the University, with the programmes of in-service train-
ing of primary and post-primary teachers, with providing correspondence
course~ .nd arranging other courses, workghops and conferences. The
Advanced Teachers Colleges Kano and Zaria were taken over by the
Institute in 1969-70,

The Institute of Health was established by law in 1967, and it
performs services similar to those of other Institutes. On its
establishment, it took over the General Hespitals of Kaduna and Zaria,
the Orthopaedic Hospital laneo, and some other medical /nursing
institutions previously run by the Government of Northern Nigeria

and in 1968, it opened another hospital at Malunfashi.
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The Institute of Administration was founded in 1954 and was duly
incorporated into the University in accordance with the.provisions
of the Ahmadu Bello University Law in October 4, 1962. 1t developed
into an institution with a dual function - as a college for undergra-
duate and postgraduate studies and research and as an in-service tra-
ining cerntres It ranks as the oldest institution in West Africa,
devoted to the teaching of Administration and Law. The Advisory Board
of the Institute was appointed and it held its first meeting in May,
1963 to approve the annual estimates of the Institute and the pro-
gramme of work for 1963/64 and at the same time to receive a report
from the Director on the work of the Institute during the 1962/63

session.z3

THE OBJECTIVES OF THE UNIVERSITY

The objectives of the University are epitomised as follows:
(1) To provide rcqgular and liberal courses of instructions
in the humanities, the sciences and other spheres of
learning of a standard required and expected of a
university of the highest standing;
(2) To promote rescarch and the advancement of science
and learning;

(3) To secure the diffusion of knowledge throughout

Northern Nigeria.24

- - —-

23. Vice=Chancellor's Annual Report, A.B.U., 1962-63, p. 1.
24. Kawu, A.U., "Problems Related to Recruitment of Senior Staff at
the Ahmadu Bello University, Zaria", Nigeria, June, 1976, p. 2.
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TH@HQFfzggﬁﬁ THAT SERVED OR ARE JERVING AHMADU BELLO UNIVERSITY
{In Chronological Order)

1. Alhajil Sir Ahmadu Bello, Sarduana of Sokoto and Premier of
Northern Reglon of Nigeria, was the first Chancellor of
Ahmadu Bello University;

2. Professor Norman Alexander wasg the first Vice=Chancellor of
the University;

3. The first Registrar of the University was Mr. M. Dowuonaj

4. Successive Chancellors:
His Highness, Cba Akenzua IT of Benin (from 1966 to 1971);
Mr. Justice Sir Udo Udoma (from 1972 to 1976);
Chief Obafemi Awolowo (from 1976 to 1979); and

His Highriess, Lamido of Adamawa, Alhaji Aliyu Mustapha
(from 1979 to date)

5, Council Chairmen:
Hiz Highness, Alhajl Umaru Ibn Suleiman, Emir of Bedde (from
1962 to 1976);
High Highness, Alhaji S. Ndayakec, The Etsu NMupe (from 1576 to date);

6. Buccessive Vice=Chancellors:

Professor I.5. Audu (from 1966 to 1975);
Professor Iya Abubakar {(from 1975 to 1978):
Profe:sor O.0. Akinkughe (from 1978 to 1879):

Dr. Anmo Abdullahi (from Mid 1979 to date)l.
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Successive Registrars:

Mre. M. Dowuona (from 1962 to 1967);
Mr. K. Lupton (from 1968 to 1972);
Mr. MesS. Angulu (from 1972 to 1975);

Alhaji Yahya Aliyu (from 1976 to date).

25



1.5 THE HISTORY COF INTERMEDIATE AND JUNIOR STAFF TRAINING
TN AHVADU BELLO UNIVERSLITY (MAIN CAMPUS)

’5”
N "‘L.

"As man invented tools, weapons, c¢lothing, shelter and lan-
guage, the need for training became an essential ingredient
in the march of civilization. Whether man stumbled upon
or invented these facets of clvilization is of relatively
little significance. What is more important is that man
had the ability to pass on to others the knowledge and
skill he had gained in mastering his circumstances. This
he did by deliberate example, by signs, and by words.
Through these devices the development process called
"training" was administered;and #hen the message was received
by another successfully, we say that learning took place and

knowledge or skill was transferred."25

C. 5, Steinmetz

The uncoordlinated and non=centralised training of a few
Intermediate and Junior staff of Ahmadu Bello University first
started in the Faculty of Science and the Institute for Agricul-
tural Research (I.A.R.). Before that time, centralised training
programme for members of Intermediate and Junier staff of A.B.U.
was non~existent. |

The training first started in Chemistry Department in 1968.

25, Steinmetz, C.S. “The Evolution of Training” in Training and

Development Handbook, McGraw-Hill Ince, U.S.A., 1967, p.1
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At that t:lrﬁe, the training initlally took off with only two students
= Mr. Okunbowale and Mallam Abubakar. Before it actually became
a full-time course, three paéople werc involved in the training
exercise, They were Dr. Ibiyemi, Dr. Kolawole and Mr. P.A. Bello.
Mr. Bollo was at that time in Biological Sciences but he is now in
the School of Basic Studies as Chief Technologist. He was the first
to be made Coordinator of Training., The training started with
General Laboratory Technicians' Course but at about 19570, more
students were enrolled as the City and Guilds Part I Course was
started. Later, Mt. Cox who was the Chief Techneologist in physics
Department toock over from Mr. Bello as Coordinator. At that time,
there was a Training Committee set up and comprised all the Chief
Technologists in the Faculty of Science. This Committee of Techno-—
logists was responsible for the training programme that was started
in the Faculty of Science.

However, real discussions on the need for Ahmadu Belle University
to mount o centralised training programme for the tralning of its
Y. & J. staff, started towards the end of 1970. Around 1971-2, the
University authorities decided to take over the training of this
category of staff and started by first running a part-time course.
It was at this stage that staff from varjous arms of the University
were admitted. Adult Education also started in the same vein to

make I. & J. staff have basic traininge.
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A Committee was later set up, under the chaimmanship of
Profossor Bown of Adult Education to make proposals regarding the
*training scheme. It later recommended the setting up of a Staff
Training Committee and the employment of Staff Training Coordinator.
It is however relevant to mention tco that between 1969-1371, there was
a corresponding course going on in I.A.R. - Diploma in Tropical
Agriculture - for I.A.R, gstaff while those on the Main Campus were
doing Laboratory Technelogy Training Course,

Howcever, the first Staff Training Coordinator was appointed
by the University in 1974 in the person of Mr., A.J. Ahmadu. In 1975-6,
he was away for a course at the University of Ife and Dr. E.G.
Kolawole was appointed to act ag a Coordlnator of Training for that
brief period. Dr. Eka was later appointed Liaison Officer and he
was the first on this job for the Faculty of Science.

It was within this period that initial attempts were made by
Ahmadu Bello University authorities to get Zaria Private Schocols
to start Evening Training Programme for members of I, & J. staff of
A.B.U, But while discussichs were going on on this, the State
Govgrnment then intervened and took over all private schools in
the State, thereby bringing the negotiations to an abrupt end.

After Ahmadu as a Coordinater of Training, came thé appointment
of Mr, E.C, Otesanya as the Training Coordinator in charge of 1. & J.

Staff Training. The role of Mr. Otesanya as a Training Coordinator
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is to sce to the plannihg of staff deﬁelopment programmes as related
to erganisational development plans of A B.U,., taking into considera-
tion what can be done by cutside equcational bodies to assist in the
training of A.B.U. staff, making good liaison with those bodies and
seeing that in-service training courses are provided to fill in where
the outside educational bedies cannot help.

After My, Ctesanya's appointment, Part I, II and III Clty and
Guilds were fully started and in the past two or three years, |
fellowship was also started. Even though Part I, II and IITI courses
are now done locally, all examinations on these are externally con-
ducted.zG Tt is ageinst this background that the Intermediate and
Junior Staff Training Programme in Ahmadu Bello University, Zaria,

took root,

—p— ———— VAt

26, Interviews conducted separately with Dr. E.G. Kolawole of the
Department of Chemistry, Faculty of Science, A,B.U., and Mr.
Ke Lupton, Director,Centre for Ecconomic and Soclal Research -
and Consultant to University Administration, A.B.Y., Zaria,
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1.6 THE HISTORICAL BACKGROUND OF INTERMEDIATE AND JUNIOR STAFF TRAINING

- .-

IN THE INSTITUTE FOR AGRICULTURAL RESEARCH (I.A.R.), SAMARU

-

The agitation to start developing Intermediate and Junior Staff
Training Programme started in 1968 under the chairmanship of Mr. C.H.
Caswells, It first storted as an internal arrangement when Mr. Caswell
and his wifc selected a few staff who were interested (not necessarily
qualified) in learning certain trade such ~s the mending of fences on
the rescarch fields, doing some plumbing work, electrical work etc. It
is pertinent to mention at this carly stage that some of those who were
trained under the arrangement made by Mr. and Mrs. Caswell, have now
completed their City and Guilds Part I Course.

The success of the training arrangement as was introduced then
by Mr. Caswell and his wife, soon attracted the interecst of Ahmadu
Bello University Workers! Union which strongly pressed for a more
properly organised programme of I. & J. staff training in I.A. R. But
when the Union realised that Mr. Caswell who originated the programme,
even though unccordinated, was fignting shy of and reluctant to accede
to the Union's demand, there was an agitation for his removal. On the
basis of this agitation which was very strong, Mr. Caswell was replaced by
Dr. B.B. Wudiri (now Head of Irrigation Section of Agricultural Extension
and Research Liaison Services (A.E.R.L.S.)) as the Chairman of the newly
constituted Training Committee, assisted by Mr. P.J. Owoyuyigbe as the
Secretary Coordinator of Staff Training and four other members appointed
by the then Director of I.A.R., Professor Harry Parling. With the new
Committee set up, a well organised course for Tropical Agriculture was

commenced in cooperation with the City and Guilds, London.
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The Institute for Agricultural Research first started with the
Ir.troductory Stage of the course, The minimum entry requirement at
that time was Primary Seven or fluency in English language and a
measure of experience in agriculture. The introductory Course was
a one~year course. Students who successfully completed this course
were moved to Stage I course which was a two-year course, with an
entry gqualification of Scheol Certificate. This also led to Stage
IT and I1I courses for successful students. The City and Guilds
London was responsible for setting question papers for the students.
All thes. courses were open to staff of various Sections of I.A.R.
but with a proviso that any staff who wished to tra%n must do the
course roelevant to his Department's field of speclalisation, e«g.
staff from So0il Science Section should read Soil Science; staff from
Agric Bconomics should read Farm Economics and staff from Agric
Engincering Dopartment should be made to read Agric Mechanization, etc.
The rationale behind this procedure was that the experience a staff
gathered in a particular department, it was believed, ought to stand
him in good stecad when pursuing a2 course in which his Department was
specinlised.

Then, further development occurred when the Director of the
Institute, Dr., Dagg, resigned his appeintment. The Training Committee
was reshuffled as a result of the resignation too of Mr. Owoyuyigbe \
from the services of I.A.R, and Dr. Wudiri who was alsc a member of

the Training Committce, simultanecusly went abroad for further
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studies, 1In place of Dr. Wudiri and Mr, Owoyuyigbe, Mr. D. Orkar
was appointed o substantive Coordinator of I. & J. Staff Training
whilc at the same time acting for the Chairman. It was at this
stoge that the then Vice-Chancellor of the University, Professor
Ishaya Audu, decidedly cancelled further training in Tropical
Agriculture. The reason he adduced was that he personally disa-
grecd with "the temperate man setting question papers in Tropical
Agriculture to a Tropical man", However, when the new Director

of I..4.R, was appointed in the person of Dr. Ango Abdullahi, he
allowed the first batch of students who had already started the
course to complete it. This was during 1977-78 session (i.c. after
Professor Audu had left the University). There ended the training
course in Tropical Agriculture in I.A.R.

In view of the cancellation of this course by the Vice Chancellor,
an alternative arrangement for the training of Agricultural staff was
sought. Tt was finally decided that agricultural staff should hence=-
forth be trained in the Division of Agricultural Colleges (D.A.C.),
A. lel,, and other related agricultural Colleges in the country such
as Umudike School of Agriculture, Federal School of Scoil Conservation
Jos, College of Agriculture, Akure,College of Agriculture, Bakura,
and at Kaduna Polytechnic for administrative/ececutive staff, etc.

In April, 1977, there was a reorganisation of the I. & J. Staff

Training Committee with Alhaji Mohammed Abubakar replacing Mr. Orkar
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as Secretary Coordinator of I. & J. Staff Training, and Dr. G. Lombin
appointed as a new Chairman. There are so far 9 members serving on
the I. & J. Staff Training Committee of I.A.R. today.

It is perhaps necessary tec mention here that the evolution of
Intermediate and Junior Staff Training Scheme in T.A.R. helped to
increase the number of staff sent on various courses each year. The
1. & J. staff course in I.A.R. initially tood off with only 3 students
but today the population of staff undergoing varicus courses is about
60 -~ ranging from agricultural to administrative training. And
although courses in Tropical Agriculture had been discontinued, the
City and Guilds London still recognises I.A.R. as the Examination
Centre for Tropical Agriculture in Africa. The abrogation of the
course was said to be 'surprising' (notwithstanding the reason given)
becausc the products of that course were very much in high demand by
various agricultural establishments and Companies like Funtua Agricul-
tural Project and Gusau Agricultural Project. The Nigerian Tobacco
Company and Cadbury were also prominent in luring away, those staff
triined in Tropical Agriculture. These agricultural establishments
and Companies usually placed such staff lured on Grade Level 09 as
against Grade Level 06 which /ii..B.U. was only able to offer them at

that material tina.27

—— . ——— -

27. Interview held with Alhaji Mohammed Abubakar, Secretary
Coordinator, Intermediate and Junior Staff Training,
Institute for Agricultural Research (I.A.R.), Samaru.
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THE STATISTICS OF THE NUMERICAL STRENGTH OF I. & J. STAFF OF
:&W@DU BELLO UNIVERSITY (INCLUDING INSTITUTES AND OUTSTHTIONS

It is considered grossly inadequate for the writer to merely
talk of the training of the Intermedlate and Junior Staff, and
the impact it mokes on manpower development in A.B.U. without
giving the statistics of the strength of I. & J. staff as it
stands in most units of the University. The statistics of the
staff under review and the number of staff so far trained will
moke for o fair assessment of the magnitude of the problems of
trnining this grade of staff, the merits and demerits and the
success nr fajlure of the Training Programme. It is against
this bockgraund that the wrlter felt compelled to present the
fellowing statistics for the following arens of the University:

1. Main Coampus;

2. Institute for Agricultural Research (I.A.R.} and
OQutstations;

3. Division of Agricultural Colleges;
4., Institute of Administration;
5. Institut of Educntion and Outposts;

6. HNational Animal Productlon and Research Institute
thAoPtRBID) ;

7. University Farm;

8. Agricultural Extension and Research Liaison Services
(AnEnRoLa Sn ) o



TABLE 1.7

Statisties of I. & J. Staff in A.B.U.
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Faculty/Department/Unit

Total No., of
Staff Employed

Vice~Chancellor's Qffice, Consultant to University
Administration's Office and Provost Office

Regilistry Department and Units acs eus
Faculty of Arts and Social Sciences son
Faculty of Science ese ves
Faculty of Engineering : cow roe
Faculty of Environmental Design os s ceo
Faculty of Medicine e seo
Faculty of Pharmacautical Sciences ' sae
Paculty of Veterinary Medicine sea
Faculty of Education o e
School of Basic Studies ace . vss
Staff School sos eon

Centre for Adult Education and Extenslon Services

Centre for Nigerian Cultural Studies

Centre for Economic and Social Research see
Centre for Educational Technology ony
Computor Centre eve

University Press P

g T

28

445
126
219

167
120

202

163
83
96
63
32
42
25

18

10



Facul ty/Department/Unit g"t;; :::;lge a
University Health Service cse ssss 208
Kashim Ibrahim Library ses coes 300
Halls and Kitchens under Student Affairs Office .<... 1,916
Estate Department sne sasy i 443
Security Department sae coes 666

Sub Tctal 5,483

INSTITUTE FOR AGRICULTURAL RESEARCH AND OUTSTATIONS:
Dean's Office, Fac. of Agriculture “oae 13
Depts, Units and Offices in I./.R. S ot 820
igric Research Station, Mokwa —— 178
Agric Research Station, Kano o 49
Agric Research Station, Yandev seeg 38
Irrigation Research Station, Bakures eove 29
Irrigation Research Station, Kadawa cese 49
Sub Total sasse Eji

DIVISION OF AGRICULTURAL COLLEGES

Division of Agricultural Colleges (HQ), Samaru I 216
College of Agriculturc and Animal Science, Kaduna 169
College of Agriculture, Kabba 140
College of Agriculture, Bakura cone Aa2s
Sub Total sece 550
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Faculty/Department/Unit

Total No. of
Staff Employed

National Animal Producticn and Research
Institute (N.AP.R.I.) e

University Farm soe sos
Agricultural Extension and Research Liaison Services
Institute of Education and A.T.Cs.(Zaria and Kano)

Institute of Administration ees
Sub Total -

Total Number of Intermediate and Junior Staff
in all Faculties/Departments/Institutes/Units
of Ahmacdu Bello University, Zaria .o

—-— e ——

8

595

2025

9234

Source: Figures obtained from I. & J. Staff Lists of all Sections
of A.B.U., in addition to personal research findings to
obtain up-to-date figures as much as was possible.
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CHAPTER II

l AVATLABLE COQURSES AND PROCEDURE POR TRAINING

1 LIST OF I, & J. STAFF POSTS IN AHMADU BELLO UNIVERSITY:

Before dealing with the detailed list of courses open to
Intermediate and Junior staff of Ahmadu Belle University, the
writer considers it appropriate to enumerate some of the posts
to which 1. & J. staff are employed in A.B.U. This will ensable
one to appreciate fully, the reason for the selection of such
courses for the staff of A.B.U. The first list of posts below
is classified on the hasis of grade levels while the second
immediately following, is a list of posts peculiar to certain

sections of the University.

Grad e
Grade Level O Grade Level Q2

Messenger sLibrary Attendant
Cleaner *Bindry Attendant
Gateman +Laboratory Attendant
Messenger/Cleaner
Watchman o
* For Holders of Primary Seven
Certificates.
Grade Level 03
Clerical Assistant : _ _ Pharmacy Attendant
+Library Attendant | Typist II
+Bindry Attendant - Driver/Mechanic
Head Messenger Patrol Man |-
+Laboratory Attendant . Assistant Telephone Operator

Livestock Attendant |
+For those who attempted WASC Examinations. I

|

[



grade Level 04

Telephone Operator in Training
Clerical Officer

Typist I

Taechnlical Assistant

Bindry Assistant

Library Assistant

Driver Mechanic IT

Pharmacy Assistant

Senior Patrol Man

Grade Level
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Grade Level 05

Senior Clerical Officer (iAdmin)
Senicr Typist

Senior Driver/Mechanic IX
Senior Technical Asslstant
Senior Bindry Assistant

Senior Library Assistant

Chief Steward

Grade II Teacher

Secretary IV

Stencgrapher

Senior Clerical Officer (Accts,)
Senior Pharmacy Assistant
Assistant Patrol Supervisor
Senior Telephone Operator

06

Chief Typlst

Chief Clerical Officer (Accts.)
Assistant Technical Officer
Asst. Executive Officer {(Admin)
Catering Supervisor

Teacher Grade T

Foreman

Senior Driver/Mechanic I
Assistant Technician
Assistant Bindry Officer
assistant Library Officer
Secretary IIT

Assistant Techneologist
Patrol Supervisor i

Telephone Supervisor
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Grade Level 07

Executive Officer (Accounts)
Execultive Officer {(Admin.)
Senior Asst. Technologist
Senior Asst. Technician
Technical Officer

Catering Officer

Secretary TI

Senicr Foremnan

As has already been explained, there exists also varlous other

Bindry Officer

Library Officer
Mistress ITI

Staff Nurses

Staff Midwives

Assts Holl Administrator
Asst. Security Officer

Telephone Superintendent

posts in all the Institutes of A.B.U., Faculty of Medicline and

indeed other units of the University.

Draftsmen post

Artisan
Laundry
Flremen
Computer
Forestry

Herdsmen

H

Some of such posts include:-

Photographar Post, etc.

Source:

Office Files.

Information obtained from Intermediate and Junior Staff
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2.2 TYPES OF COURSES AVATLABLE TO AHMADU BELLO UNIVERSITY
STAFF (INTERNAL AND EXTERNAL)

There are as many courses all over the world as there are
professions and each course is designed to suit a particular
type of profession. It is against this background that
Ahmadu Belle University authorities selected and mounted
specific internal courses te suit the type of staff they
employ so as to be able to transform them to fit into the
organisational and administrative goals of the University.

In the same veln, sohe specific courses which are hitherto not
internally conducted, are sclected as external courses for
certain class of workers. The Institutions that run such
courses can be found either in Nigeria or overseas, One of the
policies that guide the sclection of staff for internal, local
or foreign courses is that ne staff should be sent on any

local course that is adequately covered by internally—conducted
courses and no staff should be sponsored for an oversea course
unless such course is not available in any of the institutions
in Nigeria. Oversea courses are mainly for technical staff
particularly where there are no facilitles for the teaching of
such courses locally.

It is necessary for me te begin with courses that are mounted
internally but before I do so, let me make two basic facts clear,

Firstly, the courses internally administered for the staff of
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A.B.U. are never static. New courses are either added to the existing
ones cor some existing courses phased out as sessions roll by which, in
any case, entirely depends on the financinl standing of the University
in a particular session as well as the need for that particular course.
The writer, therefore, intends to bring this out session by session.
Secondly, records of the number of staff that applied for each course
session~by-session were not avallable and as such, the writer was
forced to work with the total number of staff that were sent on courses
in each field from session to session. The table overleaf clearly
ghows the types of internal courses as administered by A.B.U. and the

end~of-session results covering 1977 to 197%.



Table 2.1
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Types of Internal Courses and the Statement of Results

(1677 = 1979)

e 197778 . 1978-79
1
Types of Courses 'No in Pasind Per- | No in vassad Voeicant
Class cent | Class
EURyI——-
SCIENCE COURSES
Introductory I 81 26 34 80 35 A4
Introductory II « 23 12 52 30 15 50
Introductory IIT i 47 20 a2 50 25 50
t City & Guilds Pt. I Yr. IA i 23 16 68 30 18 60
j City & Guilds Pt.I, Yr. IB E 16 9 56 , 20 P12 60
City & Guilds Pt.I, ¥r. IIA : 10 8 8O ¢ 10 : B 80
City & Guilds Pt.I, Yr. IIB , 12 7 s8 i 15 | 10 66
city & Guilds Pt. I, Yr. IIIB| 8 6 75 | 10 ' 7 70
City & Guilds Pt. IT,Yr. I 11 9 82 1 15 10 66
City & Guilds Pt.II, Yr.
IT (AIST) 18 13 72 20 15 74
ENGINEERING COURSES:
Electrical Eng. Craft I 44 26 59 50 30 60
Electrical Eng. Craft II 21 16 76 25 18 72
Electrical Eng. Craft III 7 5 72 10 5 S0
Mechanical Eng. Craft I 24 14 56 25 16 64
Mechanical Enge. Craft II 9 5 56 10 6 60
Building Craft I 20 10 5C 24 15 63
Building Craft IT 34 16 40 35 20 57
Motor Vehicle Craft I 34 16 47 40 20 50
Motor Vehicle Craft IT 8 6 75 10 6 60
Mech. Eng. Technician I 9 4 44 10 5 50
Mech. Eng. Technicians II 7 5 71 10 6 60
Motor Vehicle Technician I 5 3 60 10 4 40
CLERICAL/STENOGRAPHERS
Basic Clerical Course 19 19 100 19 18 95
Stencographers' Year I 22 22 100 21 19 90
Stenographers' Year II 17 17 100 18 _16 _8s
Total Ne. of Students
Admitted and Passed 617
1977 - 1979 = 555 322 o 371
e s o o

Source: Files R/ST/60, R/ST/34 and R/ST/11 - all in

Staff Coordinator's Office.
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From Table 2.1 on page 47, it could be seen that while the
total number of staff admitted into various courses during the
1977/78 seseion was 555, the total number for the 1978/7%9 session
was 617 — an increase of 62 students. This increase, however, was
not limited to a particular course,; rather, it perweated almost all
the courses conducted during the 1978/79 session although in greater
or lesser degree.

As previously mentioned, some of the courses initislly grouped
as 'External Courses’ are usually transferred and incorporated inte
the internal training programme from session to session, depending
on the availability of fund with which to mount and sustain such
courses Internally. Consequently, the number of courses conducted
internally each session increases whlle that of external courses
decreases. The main reason for deing this is to facilitate the
training of more Intermediate and Junior staff who otherwise could
not have gained admissions into various institutions cutside the
University. I therefore give overleaf, in thce most comprehensive
manner, the number of internal courses available to 1980/81 session
students as well as the gxact number of students admitted in each

COUrsee



TABLE 2,2
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TYPES OF INTERNAL COURSES FOR 1980/81 SESSION AND

-

THE NUMBER OF STUDENTS ADMITTED IN EkCH COURSE

..... . —

TYPES CF COURSES

e e e e ——

FACULTY OF SCIENCE

Science Laboratory
Science Laboratory
Science Laboratory
science Laboratory
Science Laboratory
Science Laboratory
Science Laboratory
Science Laboratory
Science Laboratory
PART II

Science Laboratory
Science Laboratory

Prelim I
Prelim IX
Prelim IIT
Technician
Technician
Technician
Technician
Technician

Technician

Technician
Technician

Course
Course
Course
Course
Course

Course

Course

Course

Total Number of students for all

Pt.
Pt.
Pt.
Pt.
Pt.
Pt,

I, Year 1A
I, Year IB
I, Year IIA
I, Year IIB
I, Year IIIA
I, Year ITIB

Ptn II| YEar I

Pts

II, Year II

Science Courses

FACULTY OF ENGINEERING CRAFT COURSES

Electrical Engineering Craft Course Year I
Electrical Engineering Craft Course Year 11
Electrical Engineering Craft Course Year III
Mechanical Engineering Craft Course Year I
Mechanical Engineering Craft Course Year II
Mechanical Engineering Craft Course Year 111
Building Construction Craft Course Year I
Building Construction Craft Course Year I
Building Construction Craft Course Year ITI
Automobile Craft Coursc Year I

Automeobile Craft Course Year II

Automebile Craft Course Year TII

R

NO OF STUDENTS

ADMITTED

.

B8 8d

18
45

35
282

13

10
11

10
12
10
15
16



IYPES OF COURSES
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NO. OF STUDENTS

_ADMITTED
Engingering Courses Contd.
Draftmanship Cruft Course Year I 10
Draf tmanship Craft Course Yecar II 6
ENGINEERING TECHNICIANS COURSE
Electrical Engineering Technician Course Part T,

Year I 9
Electrical Eng. Tech. Course Part I, Yenr II 12
Mech. Eng. Technician Course Part I, Year I 2
Mech. Eng. Technician Course Part I1, Year IT 10
Building Construction Technician Course Pt. I, ¥r. I
Building Construction Technician Course Pt. I, Yr. II Az

Total Students in Faculty of Engineering - 196
FACULTY OF EDUCATION
Basic Clerical Officers Course 3¢
Senior Clerical Officers Accounts Course 11
Confidential Secretary IV Year I Course 9
Confidential Secretary IV Year IT Course 15
Confidential Secretary III Year I Course 15
Confidential Secretary II Year I Course g

Total Students for Faculty of Education Courses = 22
KASHIM TBRAHIM LIPRARY COURSE
Library Attendants Course 6
Library Assistants Course 36
Assistant Library Officers Course _44

Total No. of Students for Library Courses = 116

STORE OFFICERS COURSE

Assistant Store Officers Course .n
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CVER--ALL TOTAL

— e e e -

Students for Faculty of 3cience Courses .e 282
Students for Faculty of Engineering Courses .e 196
Students for Faculty of Education Courses .o 89
Students for Kashim Ibrahim Library Courses . 116
Students for Store Officers Course .e 30

GRAND TOTAL .o 713

eEsss

Source: Coordinator's Office File Ref. No. R/ST/33/217.

Having earlier stated that Ahmadu Bello University maintains
two channels of training - internal and external - for the I. & J.
staff under its employment, it is relevant here to distinguish the
two courses by listing out most of the courses from which this cadre
of staff are benefitdng but which are externally based. Since all
courses are not of equal duraticn, it is also relevant to state
along parallel lines, the period of each course:

TABLE 2.3

LIST OF EXTERNAL COURSES AND THEIR DURATION

COURSES DURATION
Executive Officers' Course (Admin) 1 Year
Executive Officer's Course (Accts. & Audit) 1 Year
General Nursing 1% Years
Medical Auxiliary 2 Years
Certificate Course in Catering 1 Year
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COURSES DURATION
*Diploma in Physical Education E 2 Years
*Diploma in Library Science i 2 Years
*Diploma in Accounting ' 2 Years
*Museography I 2 Years
Assistant Workers Superintendent (Civil) ; 1 Year
Assistant Works Superintendent (Water) E 1 Year
Certificate in Arts and Design g 1 Yr.
{
Diploma in Personnel Management i 2 Years
Diploma in Animal Husbandry 2 Years
Higher Diploma in Animal Health Husbandry H 2 Years
Diploma in Soil Conservation | 2 Years
Higher Diploma in Home Economics : 2 Years
Motor Vehicle Technicians Part II i 1 Year
{
I.A.R. Nominations (Technical) (See I.A.R. List ,
of Courses on page $¢) ! 25 Years
i
I.A.R. Nominations for Administrative Coursecs i 1-2 Years
Laundry Foremanship i 1 Year
Elemcentary Surveying i 1 Year

* WASC Helders with at least 5 Credits are eligible for such Courses.



53

—————_ - - e —— o ——— -

COURSES DURATION

Elementary Cartography 1 Year
Advanced Cartography 1 Year
NeN.D. Mechanical Engineering 2 Years
Part II Mechanical Engineering (City and Guilds) ! 1 Year
Refrigeration Technology (U.S.A.) 2 Years
Higher Course in Catering 1 Year
B.Ed. Part III 1 Year
Infant Method's Course 2 Years
Electrical Installation Course “C" i 1 Year
Basic Course for Dispensary Assistant E 1 Year
Supervisory Management Course with Ministry of E

Establishment, Lagos ! 1 Week
Short Courses Cverseas i 3-6 Months
Instruments!' Course at University of Ibadan 2 Weeks
Typewriter Mechanics Course 6 Months
Attachment with I.I.T., Lagos 6 Months

B B e P B ———————— ————— ——— - -

From the above table, it is clearly evident that external courses
are made to cover a wide range of profession in order to conform to
the needs of various sections of the University. As the University
grows and develops, more degree courses are introduced in various facul-
ties and this means the employment of senior and junior staff to man
such courses. If such courses need specialised training of personnel
to be able to handle the machinery and equipment used in teaching, the

University may have to send some Z.& J. staff overseas to acquire



- 54

basic training on how to operate such machines or equipments. It is
in this way, among cothers, that new external courses are introduced
and added to the long list of courses already mentioned.

Having given the list of external courses to which I. & J.
staff of the University are sent from time to time, attempts have
als¢ been made to obtain and give detailed statistics of staff
admigsjions to external courses {(both in Nigeria and overseas),
covering the period 1277-1981 (See Appendix I). The admissions
are classificd on course-to-course basis, session by session. For
purposes of clarification, any course that is not conducted within
A.B.U. is referred to as 'external'; it may be locally done in
Nigerla or overssas.

Although Ahmadu Bello University runs series of internal
courses for its staff, the Examining Bodles of some of the courses
are externally based. The courses mostly affected by this are the
engineering, technical and science courses. From 1976 to 1980,
external examinations had been conducted for students doing these
courses and results had also been monitored. The table overleal
shows the number of students who took external examinations on the
above-menticned courses from 1976 to 1980, the number of passes

recorded, and the percentage of those who were successful,



COURSES

[
’

Ce & Ga 735 Pt. I
Sc. Lab. Tech. (1lst
Atternt)

City & Guilds 735 Pt. I
Sc. Lab. Tech. (Repea-
ters)

City & Guilds Pt. II

i e -

(SLT)

Chemistry-Biochemistry
Technique

Bioclogical Technique
Physics Technique

Engineering Courses
Electrical Eng. Pt., II

Electrical Eng. Part III
Mechnical Eng. Part I
Mechnical Eng. Part II

e e e e ———

-

[

TABLE 2.4

EXTERNAL RESULTS FOR COURSES INTERNALLY CONDUCTED

(From 1976 - 1980)

— e -

sSources:

————

——— e =

Admissions Files in Staff Coordinator's Office.

Iﬂ| |
WIBLIT  yo of e hld ! 1978/79 . ! 1979/80
Passes % . No of : % !
Mﬁ.u of Can- iNo of Can= o c0c % INo of Can. POSSES No. of Can-  No. of
idates ‘didates i _ Siiitns Dassus %
ﬁ (External) hmxﬁmgmwu (External) _" (External)
S ET e e
72 8 1| 16 9 56 15 10 67 39 9 2!
1]
]
- - * _ 24 2 8 30 3 10 25 . ]
— B e T S w S s e e < S—— le -—— - T ———— | -
~ I T
_ |
|
12 3 25 12 8 67 1 7 70 w 8 3 3
14 6 43 14 10 7 12 8 67 m 15 10 6
= - - 2 1 50 2 2 100 w 3 1 w*
|M |
............. B e d
- - - | 100 - - -
* Engineering Results 7
- - - 1 * 100 - - - are yet to be releasec
- - - 2 1 50 - - .
- - . 1 1 100 - - -
]
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As has been previously stated, the Institute for Agricultural
Rescarch (T.AcRs) usually receives its funds from the Ministry of
Science and Technology, Lagos, while the University itself receives
its subvention from the Federal Govermnment through the National
Universities Commission (N.U.C.} Lagos. Although this is so, T.A.R.
is under the operational and statutory control of AB.U, in which
it forms a part. In the same veln, I.A.R. usually sends its T. & J,
staff to do some specific courses locally and overseas and finances
such courses through its own training fund. Some of those courses

from which I, & J. staff of the Institute benefit are as follows:~

High Dipioma Course

Qrdinary Diploma Course

Pre~-Technical Course

Library Officers' Course

Assistant Executive Officers? Course (Accts)
Executive Officers? Conmge (General)

City and Guilds Science Laboratory Course
Introductory Science Laboratory Course
Basic Secretarial Course

Bagic Clerical Course, ete,

Tc be able, therefore, to see and understand clearly, the extent
to which the training of this cadre of staff has advanced in I.A.R.,
I decided to make a summary in aAppendices II and III, showing the
names of those who have benefited from I.A.R. Staff Training Programﬁe;.
their Sections or Departments, the type of training they had undergone
or are undergoing, the level of training, the dates courses started

and completed and their places of study.



For purposes of differentiation, Appendix II contains names
of those staff who had completed their courses and had since re-
turned to T.A.K. while Appendix III shows those staff who are

currently being trained in various fields.
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A

Source: I.A.R. Training Approval File (ST/IJ.1/3) and
Recommendation for I. & J. 3taff Training File
(3T/1J.1/4)



2.3 METHOD AND PROCESSES OF APPLICATION AND SELECTION
OF CANDIDATES FOR CATERNAL AND INTERNAL TRALNLNG

It goes without saying that a training programme as
gigantic as that mounted by Ahmadu Bello University, must
have a clear-cut procedure for administering it if its goals
must be achieved, Therefore, the methods by which applications
for training are invited, processed and candidates selected
must be straightforward, precise and above all seen as being

fair to all so as to retain the confidence of the applicants.

METHOD OF, APPLICATION
In A.B.U., the onus of inviting applications frem interested

and qualified staff for training rests with the Staff Training

Coordinator (in the case of Main Campus and other units}) and

with the Secretary Coordinator (in the case of Institute for

Agricultural Research (I.A.R.). Normally, the Coordinator sends out

a circular early July each year to all departments in all the

Faculties and units of A.B.U., calling for applications for

training from the interested staff. Such circular, in most

cases, contains various courses being offered for the following

session. He also attaches specimen form indicating the style of

application, and sets out the time limit for receiving back the

completed forms. When Heads of Departments or Units receive such

circular, they circulate it to all the I. & J. staff in their
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departments and offices to fill and return to them for recommendations

before forwarding them back to the Cocrdinator.

PROCESSING OF APPLICATIONS, INTERVIEW AND SELECTION OF
CANDIDATES FOR INTERNAL COURSES

When all the applications are received by the Ceoordinateor, and
after consulting the Liaison Officers of the Faculties of Educatioﬁ,
Engineering and Science, he schedules a date for interview of all
the applicants. The Interview Panel for the Faculty of Education
courses is composed of the following:-

(1) The Coordinator of Training;

(2) Dr. Aina, Liaison Officerfor the Faculty of Education
and Head of Department of Vocational and Technical
Educations

(3) An Experienced Lecturer versed in the development and
the teaching of courses in the Faculty;

(4) Any other perscn that may be nominated from time to
time.

The Interview Panel tco interview the Faculty of Science and
Engineering applicants is made up as follows:~

{1) The Staff Training Coordinator;

(2) Liaison Officers of the two Faculties;

{3) Any other nominated person.

The intervicw is principally oral and applicants' credentials

are also examined to make sure that they conform with what they
initially wrote on their application forms and to make sure they

meet the minimum entry requirements, although shorthand writers and



typists amongst the applicants are normally tested. Those who
scale through the interviews are finally offered admission.

With regard te Library courses, almost all the applicants
are already members of staff of Kashim Ibrahim Library (K.I.L.)
but departments that have Libraries alsc send in their library staff
for training.

Thoese who apply to do Adult Edacation courses are normally
offered admigsions since the only criterion for admigssions there
1s the ability of the applicants to pay the fees charged. Not only
Ahmadu Bello University staff that attend courses there: outsiders
'~ are also permitted to attend in so far as they can finance such

CoOurses.

PROCESSING OF APPLICATIONS AND THE SELECTION OF APPLICANTS
o o FOR EXTERNAI, COURSES

All External courses which were previously under the Inter-

- mediate and Jurior Staff Training Committee, are now under

I. & J. Staff Committee. However, he is the Coordinator who
normally sends out circular for nominations in February each year.
Thus, when all applications for external courses are received by
the Coordinator, he sends them to I. & J. Staff Tralning Committee
whose duty it is to short-list and recommend to I. & J. Staff
Commlittee for approva;u It is this Committee that sits and approves

names of those who will go on course the following session. The
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crlteria for gelecting those to be placed on various external

courses are as follows:=

(a)
(b)

(c)

(d)

The confirmation of appointment of the staff applylng
must be ascertained;

The number of years each applicant has put into the
service of A.B.U., must also ke taken into account;

The grade-level of each applicant and the nature
of his/her job as to determine the relevance or
otherwise of the course he/she is trying to pursue;

The training he hasg so far had under the sponsorship
of AoB-U-, etc, ’ ’

The Intermediate and Junior Staff Committee 1s as well spread as

the Training Committee and is composed as follows:=

(1)
(2)
(3)
(4)

(5)
(&)
(7)
(8)
(9}
(10)
(11
(12}
(13)
(14)
(15)
(16}

Alhaji Yahya Aliyu =~ Registrar (Chairman);
Dr. Clu Aina -~ Faculty of Education - Member
Dr. E.B. Oyetola - Faculty of Engineering - Member

Dr. Shamsuddeen Usman - Fac. of Arts and Soc. Scliences
= Member

Dre. R.0. Olumishe -~ N.A.P.R.TI. -~ Member
Dr. E.C. Ajayl « School of Rasic Studies - Member

Dr. S, Subbarayudu - Fac. of Agriculture - Member

Mr. E.Q. Otesanva = Staff Training Cocordinator -~ Secretary
Male Yakubu M. Tuktur - Ag. I. & J. Staff Officer - Member

E.F. Iyela (on 3tudy Leave) = Fac. of Vet. Mediclne - Member

Mal. Abdullahi Baka - Fac., of Law - Member

Mre M. C. Eboka - Kashim Ibrahim Library - Member
Representative - Fac. of Environmental Design
Representative « Faculty of Science
Representative - Faculty of Medicine

Representative - Fac. of Pharmacautical Sciences.

-




THE ROLE OF I. & J» STAFF TRAINING COMMITTEE AND STAFF COMMITTEE

Mention must be made of the role being played by and the aim
rehind the setting up of those two Committee - The I. & J. Staff
Training Committee and the I. & J. Staff Committee. - |

The I. & J, Staff Training Committee plays very impoftént role
in directing and supervising the training programme and aparatuses and
acts as a c¢learing house for the I. & J., Staff Committee on matters
of applicatiens. It also ensures the exiztence and maintenance of
fairness in the selection and trainlng of all categories of I. & J,
staff, For this reason, membership of this Committee is evenly
spread through all units of the University. The Committee is therefore

compoged of as follows:—
(1) Albaji Gidado Bello = Ag. Director, Adult Education (Chairman)
(2) Dr. E.B. Oyetola - Fac. of Engineering - Member
{3) Dr. Clu Alna - Faculty of Education - Member

(4) Mre. M.C. Eboka —= KoIl.L. ~ Mcmber
(5) Mr. B.E. Igbako -~ Inst. of Education - Member
(6} Mr. S.K. IQirisu - Bursary Department -~ Member
(7} Mr. MoS. A. Imam - Estate Department - Member
(B) Dr. E.G. Kolawole ~ Fac. of Science - Member
{9} Mrs, M.A. Nkem - Inst. of Administration -~ Member
fii) Miss E.R, Matankari -~ Divisjion of Agric Colleges - Member

(12) Mr. B.A. Ode + ALE.,R.L.5. ~ Member
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(13) Alheji Mohammed /ibubakar - I.A.R. - Member

{14) Mr. E.O. Otesanya - Coordinator of Staff Training
-~ Secretary.

TERMS OF REFERENCE FOR I. & J. STAFF TRAINING COMMITTEE

Both the I. & J. Staff Training Committee and the Cocrdinater's
Office are under the umbrella of the I. & J. Staff Committee. The
Terms of Reference of the Training Committec are:-

(1) To keep under continuous review the University Training
Programme for Intermediate and Junior Staff and to
recommend changes from time to time as necessary;

(11) Subject to any general policies approved by the VCAC

(now CDD), to approve requlations for entrance, to

progress through and withdrawal from courses, fees to
be charged, the appeintment of examiners, syllabuses
for courses, internal examination results, and other
matters affecting the running of courses, including
approval of cases or repeating or omitting a year of
instruction;

(1i1) To receive an annual progress report from the Coordinator
and to submit it with any comments and recommendations to
the VCAC (now CDD) and the I. & J. Staff Committee; and

(iv) To receive an estimate (an annual budget) from the
Ceordinator and meke recommendations annually to the
Senate Estimates Committee on the funds to be provided

in the Estimates for training other than in the Institutes.za

28+ Ajayi, J.A., "Staff Development and Utilization in A.B.U.,
Zaria", Nigeria, June, 1980, p. 15.



The I. & J. Staff Committee which has recently assumed the
role of approving admissions for external courses, alsc plays
various other roles as have already been mentioned. And quite
recently, the Committee decided to and actually set up a Sub-
Committee which meets regularly, at least once a month,to deal
with urgent cases appertaining to training of staff on external
courses. This arrangement was necessitated by the fact that
owing to infrequent meetings of the I. & J. Staff Committee in
the past, many cases requiring urgent attention were not handled
promptly and this lapse had had adverse effect on the training
programme and its administration. In order to nip this in the bud,
a Sub-Committee was therefore set up with the following members:—

(1) Dr. Clu Aina - Fac. of Education {Chairman)
{(2) Dr. E.B. Oyetola - Faculty of Engineering = Member
(3) Secretary, I./\.R. or his Representative

(4) Secretary, Inst. of Administration or his Representative
(5) Secretary, Institute of Education or his Representative

In Attendance:

(6) S3taff Training Coordinator (Main Campus)
(7) Staff Officer, I. & J. Staff Office

(8) Mal. Gibrin Gwani (Secretary)

- -

As there are always many applicants competing for limited
vacancies in schoecls all over the world, it is by no means a light

task to get admissions for A.B.U. staff. 1In the case of Nigerian
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~ Institutions, the Staff Tralning Coordinator writes to them asking
for places for the University staff. Not all the time he is obliged
" places enough to take on the number approved by the I. & J. Staff
Committee. Some staff get admissions to various schools on their
own and ask for sponsorship only. The same thing is applicable to
oversca institutions, particularly in agricultural and technical
fields. In either case, it iz the I. & J. Staff Committee that
considers all admission cases and approves in so far as the training
sought for by any staff will be to the best interest of the University
and subject of course to availability of fundu. Inlall the cases,
the Staff Training Coerdinator plays a key role through initiating
series of correspondence with the relevant lnstltutions, and assisting
staff, where necessary, to 6Stain visa.for oversea courses in liaiscn
with the Passages Office of the Registry. Bursary Department too
helps a great deal to facilitate foreign exchange transactions for
such staff, _ ]
One important fact that emerged in the course of my research
is the practice whereby some staff get admissions either in Nigeria
or outside, liaise with theilr Heads of Department and, without
resigning their appcointments, abandon their jobs and proceed for
trainings This is done without any clearance from the I. & J. Staff
Training Committee (now sStaff Committec)., The result is that most

of such staff continue to receive their monthly salaries withcut
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actually working for them and without any official release. Through
this way, the University has lost thousands of Naira. Whether this
practice is resulting from a collusion between such staff and their
Heads of Department or Section or merely an administrative laxity
or both is not inmediately c¢lear,

All T have enumerated above constitute the resume of.the
procodure, the processes through which applicaticns go and the
criteria for selecting candidates for training (internally.and
externally) under the I. & J. Staff Training Programme of Ahmadu

Bello University.
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204 THEJE?RE&DING OF T. & J. STAFF TRAINING AMONGST ALL
BRANCHES OF A.B.U.

Jhmadu Bello University Training Programme for I. & J.
staff was designed to cater for the needs of the University
in various sectors of its activities. <Consequently, the
training of I. & J. staff is thrown open to the willing and
the qualified. However, all units of A.B.U. are not equal in both
size and staff population and this makes for the disparity in
fhe number of staff usually trained for each section or unit.
Besides, some technical sections benefit more from the training
programne becauge of the technical requirements of certain jobs
of the University and the scarcity of the human rescurces avalla-
ble to take on such jobs. Although accurate records are lacking
on how many people arc so far trained from each section or unit
of the University, attempts were made by me to investigate how
the training of I. & J. staff has sc far been spread to most of
the units of the University. My research findings therefore
revealed the situation as follows:- | | | ﬂ

INSTITUTE QF EDUCATION

In 1977, two people were sent on Library course, six were
sent in 1978 and three in 1980; My findings also revealed that
only one staff cach year was sent on Executive Officers' Course

in 1977, 1978, 1979 and 1980 respectively, and in 1981, one
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Machine Operator was sent. This brings the total number of I. & J.
staff trained for the Institute of Education to 16 - from 1977 to
1981.

INSTITUTE OF ADMINISTRATION

The Institute of Administration has also benefited from the
training programme of the University vis-a-vis its I. & J. staff,
During the 1977/78 session, five staff were officially sent on
courses in the following fields: one for Diploma in Accounting (2 years),
one for Administrative Management Training Course (A.M.T.C.) for ome
year, one was sent on Advanced Technical Training Course at Government
Trade Centre Lagos (1 year), one was sent to Kaduna Polytechnic to do
Higher National Diploma in Catering Management (2 years) and one was
also sent to do Higher Certificate Course (Admin) in Kaduna Polytechnic
(1 year), two staff were sent on Executive Officers' Course (Accts)
lasting one year and two persons were trained as Storekeepers for
one year while one was trained at the Medical Auxiliary Training
School, Kaduna for two years. No training took place for the staff
of the Institute during the 1979/8C while in 1980/81, only one was
sent on Higher National Diploma course, one for General Nursing at
Kaduna, and one for Secretarial course in A.B.U. under the Internal
Training Programme.

UNIVERSITY FARM:

From 1976 to 1981, only one person was trained and that was

in Automobile Engineering in Kaduna Polytechnic. Another man was also
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sponsored for internal course in A.B.U. but because he could not
cope, he voluntarily withdrew.

THE NATIONAL ANIMAL PRODUCTION RESCARCH INSTITUTE (N.A.P.R.I.)

Since the inception of NAPRI on 1st July, 1976, a reasonable
number of I, & J. staff working there has either been trained or
are currently undergoing some training as follows:=-

TABLE 2.5

The NeAsPeReI. Staff Who Have Benefited From The I. & J. Staff
Training Programme

-
Session Nature of Course Norgﬁigzsz
1977/78 Pre-Technical Course (for 6 months) S
1979/80 Diploma in Range Management S
1979/80 Diploma in Animal Health Husbandry 3
1979/80 Diploma in Poultry Production 1
1979/80 Diploma in Farm Management 1
1980/81 City and cuilds (Part I Course) 1
1980/81 Diploma in Community Medicine 1

e e e o e - - -

I have already covered in full, the training in I.A.R. as Appendices
II and III clearly show. For lack of space, I decided to restrict my
findings on the exact number of I. & J. staff trained to only very few
units of the University, besides I.A.R. Be it as it may, the analysis

above has given some insight into how various units of A.B.U. are affected
by or benefiting from the training scheme and how widely spread the fields

of study as are currently embraced by the training programme of the University,
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Z2.5(a) THE MAKE-UP OF INSTRUCTORS AND DEMONSTRATORS FOR THE
INTERNAL COURSES AND CONDITIONS GOVERNING THEIR
APPOINTHMENTS AND REMUNERATION

N ——— . - | .

The teaching of all courses internally mourited by thé
University for I. & J. staff training is virtually carried
out on part-time basis by the academic and administrative
staff of the University. The appointment of such staff
is guided by a laid-down procedure and is followed to
ensure that {(a) the objectives for mounting the internal
courses arc achieved and (k) to ensure that scarce rescurces
available for training are not unduly dissipated or stretched
through wastes. |

The Part-time Instructeors and Démonstrators are recrulited
through not~too-rigorous a method as the tenure or contract
appointments and payment of thelr allowances is determined on
hourly and weekly basis. The allowance payable per hour and
the number of hours allowed for teaching per week are clearly
spelt out. The number of hours devoted to each sublect varies
from course to course. For example, two hours per subject
are allowed for science and engineering courses and Adult
Education courses while one hour each subject is allowed for
Faculty of Education courses {which include Basic Clerical,

~ 8tenographers' and Secretarial courses). Laboratory Demon—

strators are also employed Yo prepare laboratory materials for
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teaching. The following allowances are normally paid to the
Instructors and Demonstrators:—

(1) Instructors teaching science and engineering courses
receive M8.00 per hour; oo

(2) Instructors teaching clerlcal, stenographers' and
Sccrotarial courses receive HB8.0C per hour;

(3) Instructors teaching G.C.E. (Ordinary Lavel) subjects
recelve §#6.00 per hour while those teaching G.C.E.
(Advanced Level) subjects recelve NB.00 per hour as
allowancess
(4) Demonstrators roceive {4.00 per hour. _
At the end of the month, statements of claims are submitted to Heads
of Departments of each unit where courses are run for scrutiny and
approval before sending such claims to Staff Training Coordinator
for endorcement before payments are made. To faclllitate payments
in Bursary Departmont, code of charge is always quoted on all claims.
In the course of this research, the writer was told of the
difficul ties being encountered by Instructors through delays in paying
thedr monthly allowances. This had caused them some hardship in the
past. The delays emanated from a demand for photo-~copies of letters
of appointment to accompany cach monthly c¢laim, and in some cases,
claims got missing altogether. Thig unpleasant situation was tabled

in the I. & J. Staff Training Committee meeting and the following

records of decisions reached at that meeting were takeni~
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"It was agreed to request the Bursar to pay Instructors'
remunerations by cheque request and to request the Bursar
to assign an Accounts Clerk to deal with training scheme's
claims only to make it possible for Instructors to get
such claims by the middle of every month. The Coordinator
was directed to convey this decision to the Bursar". The
Coordinator was also "dirccted to inform all instructors
and demonstrators that all claims must reach his office
not later than the first week of every month and to remind

them that claims arriving after the end of the first week
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would have to wait till the next month".29 It is hoped that

this arrangement, if implemented, would eliminate undue

delays in paying Instructors®allowances to them,

PAYABLE BY STAFF AND STUDENTS ON INTERNAL COURSES:

the working skills of the I. & J. staff in the University.

The main aim of mounting internal courses is to train and develop

However,

as the main function of a university is to train and develop manpower,

particularly for the country in which such university is established, the

training of this class of workers is not restricted to A.B.U. staff

alone as outsiders do apply for such courses and are usually admitted.

As that which is cheaply or freely got is little valued, a token fee

is charged and both A.B.U. staff and outside students pay the following

amountsi--

29,

- e e ——

Minutes of the 14th Meeting of I. & J. Staff Training Committee

held on Thursday 28th February, 1980, p.2
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o m —

Introductory I - TIX - 10 = KB30.Q0 for the whole course
Part T : - #20.00 - R80.00 for the whole course
Part 11 C - 30,00 — i¥100.00 for the whole course

Faculty of Education Courses

Basic Clerical - H10.00 for the whoié course

- Stencgrapherst Course - i120.00 for the whole course
Becretarial Course - #130.00 for the whole course

METHOD OF PAYMENT OF FEES BY THESE STUDENTS:

A.B.U. staff on internal courses pay their course fees from
their salaries whilce students from ocutside the institution pay
their fees on admission and thosc who fail to pay are not avalled of
thelr results until such fees are paid.

LECFURE TIME FOR INTERNAL COURSES:

Lectures on different intornal courses start at diffefent times.
Those who attend classes in the Faculty of Education lcave their
offices by 2.3C pem. and lectures start by 3 pem. But in Paculties

. of Science and Engineering, as well as in Adult Education Department,
gtaff close work normally by 3.30 pem. and report for lectures

which start at & p.m. daily {Monday to Friday).

CERTIFICATION AND OUTSIDE RECOGNITION OF CERTIFICATES ISSUED TO

-

SUCCISAFUL STUDRNTS BY R.B.U. ON COMPLETION OF INTEHNAL COURSES

The questicn of outside recognition of the Internal course

certificates issued to successful students after theilr course had
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agitated the minds of students since the inception of the internal
training programme. Students are worried that outside A.B.U., the
certificatcs they receive after training become worthless documents.
They alsc argue that even in A.B.U. itself, not much recognition is
officially accorded to the certificates. This situation frustrates
them. And in one of the I. & J, Staff Training Committee Meetings,
this case was brought up along side the question of who certifies
the certificates. Contributing to the debate, the Staff Training
Coordinator informed the Committee that the "question of certifica-
tion after completion of courses has been settled at the Committee
level and both the Registrar and Chairman of the Committee are to
endorse certificates issued at the end of training progroammes®.

He went on to say that "the question of whether or not these certi-
ficates would be recognised outside the university does not arise
since we are training our staff for internal consumption t:mly".'?"1
Whether this view has laid to rest the agitation for outside reco-
gnition of the certificates issued after the course is yet to be
ascertained but from the peint of view of the researcher, based

on questions asked and answers received from those staff who had
completed their internal training courses and thosc currently

being trained, the anxiety is far from being removed from their minds.

——— s m s =

30. Minutes of the 14th Meeting ofl. & J. Staff Training Committee
held on Thursday 28th February, 1980, in the Jouncil Chamber, p. 2.

31. Ibid, p. 4.
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They still fcel worried that beyond A.B.U., the certificates they
labour so much to acquire are not readily accepted as either the
Royal Scciety of Arts (R.S.A.) or Pitman's certificates. However,
the writer is of the view that any certificate issued by a recognised
University like the Ahmadu Bello University, carries with it a 'de
facto' influencc of that university and that alone commands recogni-
tion and commends acceptance to any prospective employer outside the

University.

2.5(b) THE INFRASTRUCTURE FOR INTERNAL TRAINING PROGRAMME

Ahmadu Bello University started sending out its
T & J. stoff in 1973 for placement in either Kaduna
Polytechnic or indced any other institutions of higher
learning in Nigerin and overseas for various courses
of study.

However, as soon as a well organised internal programme
was mounted, there arose the need for arrangements tc be
made with the Engineering and Mechanical Departments for
the use of the existing infrastructure and equipment in their

departments for the training of engineering and mechanical
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stﬁdentz. arrangemcnts were also made with the Faculty of Educatidn
for the use of that Faculty for the training of students in such
courses ans the Bruic Clarical Course, sStenographers! course and
Secr..turial course, cte. In the same vein, Llbrary Department,
Bursary and Adult Bducation Departments werce all contacted for the
use of thelr facilities for the training of students whose courses -
are in a way related to thoir departments. In this regard, Adult
Education Department handles G.C.E. classes specifically, ameng
othor dutles.

Ag at now, the Intermediate and Junior Staff Training Division
has no single all-purpose training centre that has all the teaching
faciliticvs for use in the training of all sorts of coﬁrseé.iniernally
run by it. 7o do this may mean not only dupllcating the facilities
that have been existing in varicus depertments and units of A.B.U.
for the tralning of regular degree students but also deplete the écarce
resourcos of the University. Thus; the idea of using commonly, the
exlsting focilities in various departments and units of 4.B.U. for
'l:he.; troining of members of Te& J. staff continue.s till today.

At thls point, it is relevant to state that certain amount of
money is boing transferred from the Training Vote periodically to
these departments and units for use in replenishing their facilities
or maintaining their equipment or machines that are commonly in use.
| Hog the trancsfer of money is done will be taken up in the following

chapter.
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2.6 THE BONDING OF STAFF . AFTER TRAINING AND REASONS FCR STAFF EXODUS

- —

While the University acknowledges training as a democratic
right of workers to enable them improve their capacities and
contributions to national develcpment, no one denies the fact
that ahmadu Bello University has trained many of its I. & J.
staff only to lose most of them almost immediately to other
establishments, more especially to the newly established
universities and states in the country.

By training its staff, it can be argued that Ahmadu Bello
University is simply discharging its obligation to the nation as
a training institution and a citadel of learning. However, the
frequency with which freshly trained staff abandon their services
with the University only to take up jobs elsewhere under one guise
or the other and without much whelms of conscicnce, is causing some
concern to the University authorities. In order, therefore, to
enable those staff who are privileged to be trained by the
University to show some signs of gratitude towards their employer
(A.B.U.), an introduction of some forms of bond was locked into
to serve as a deterrent against indiscriminate withdrawals of
service on completion of onc's training that is sponsored by the
University. The following bond terms were considered:-

1. Those staff who are trained under the internal training
programme should be bonded for a period to be specified later.

. B S RS B m e eeep A m S — A ———— . — . — ———

32

32, Otesanya, E.O., A Critical Review of sSome Aspects of the Internal
Training Programmes, A Paper presented to the Vice Chancellor

-

of A.B.U., Zaris, August, 1980, p. 5
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2. Those staff who arc trained under the external training
programme, either in Nigcerie or overseas should be bonded
double the period they spend on training.

In arriving at this decision, considerations were given to the
duration of the courses, the level of expenditure on each staff on
external course and above all, the need for the services of such
staff to the University which motivates the University to send
him/her on such course in the first instance.

Under the existing bond agreement, members of staff who are
sent on extcernal courscs are made to serve only for the period they
spend in troining. The flaws in this agreement put the University
in a vulnerable position in that some of those who are sent on courses
come back, count months and just resign. This practice is more rampant
with the science and engineering technologists. If left unchecked,
the practice might become a regular feature and in the end, it is the
University that suffers losses since the cardinal aim of training
its staff is to stimulate thoir effectiveness, build more self-con-
fidence in them and draw from them the highest productive and qualita-
tive service. The aphorism which says that "to whom much is given,
much is expected", holds good in this case.

In the circumstances, a fair bond is therefore necessary to bond
and bind the intcrest of the trainer and the trained together that none

might be placed at a disadvantageous position. Besides, it has a
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singular advantage of continuously stimulating the propensity of the
University authorities to continue to train and develop middle-level
manpower for its services at large.

In order to buttress my research findings that A.3.U. is train-
ing many I. & J. staff each year but losing them in a large number
for onc reason or the other, I give overleaf, a table showing the
I. & J. staff strength each year, the stoff turn—over each year,
the percentage of turn-over, the total number of staff trained
(internal and external) each year, thce over-all turnover of trained
staff each yoar and the percentage of turn-over of trained staff
each year. This will enable one to sec clearly why the strength
of I. & J. staff negates training efiorts in A.B.U. and why the
turnover of trained staff each year hinders the training programme
from making the desired impact on the organisational effectiveness

of Ahmadu Bello University.



TABLE 2.6
YEARLY I. & J. STAFF STRENGTH AND TURNOVER OF TRAINED STAFF
 ——— e ww w] = = S — & - —— —— - - e -y
] | Tl .! X & 3 ] % of turn- | Total No. of | Total No. % of
| Staff \ Staff | over on Beneficlariecs of Turnover; Turn-
Session ' Strength TurnQVer| total I. & from Internal/ | of Trained | over of
! | | J. staff External Train- | Staff Trained
i ' ' ing Programme Staff
.h__.___.__J... ..,..-,.}...-__-_-_L-.- . - L —
: : i Inter. Exter. |
\ i i
" |
| 1976/77 | 4,826 ; a1 | 8.3 ? ? | 2 ?
: ; - : ¢ : H
[ 1977/78 ' 5,93% | 416 | 7.0 { 555 28§ 100 17.2 |
: ! : : : i
\ 1978/79 | 9,670 ‘442 | 4.6 ' 615 27 ! 17 27.3
" ' i ] 1]
| 1979/80 | 9,650 | 400 4.1 650 34 250 36.5
1980/81 I 9,234 i % . 713 19 = =
IS (IR AN S e . ;

Sources: Admission Files from the Staff Training Coordinator's Office
and from I. & J. Staff Files in the I. & J. Staff Office.

From the above statistics, it is clearly seen that while the strength
of I, & J. staff is stcadily rising (with the exception of 1980/81 owing
to stringent austerity measures in staff recruitment being embarked upon
by the University), the number of staff being trained each session,
though minimally rising too, is not significantly making the desired
increcse necessary to quicken the pace of training for the full realisa-
tion of the training goals of the University. Again, the turnover of
trained staff each year helps to negate the training efforts and stalls

the organisaticnal impact such training could have infused into the
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University scrvice since the University is still inadequate and badly
in need of trained staff in this category to control and direct its
numerous and highly scattered services.

Having said this, however, there are apprehensions as to why
people resign their jobs or withdraw their services from A.B.U.
immediately after their training that is fully sponsored by the
University. Many reasons have been advonced to explain this. My
research findings (through interviews) on this development revealed
that many A.B.U. traincd staff withdrew thelr scrvices from the
University on the following groundsi-

{1) lack of promction:

(2) frustration by their bossess;

(3} lack of job satisfactiong

{4 Ffor higher pay elsewhere;

(5} desire to return to home state,
My reseorch findings also revealed that about 10% resigned for lack
of rapid promotion; 5% on grounds of frustration by their bosses;
10% for lack of Job satisfactlon; 15% for a desire to be nearer home
or to servoe home state; and €5% for higher pay elsewhere. Further
findings revealed that since Udoji's harmonisation of Universities’
salarics and grades with those of the civil service,.ﬁﬁivefsify
service immediately lost its glamour. Conseguently, people started

locking back at civil service with some obsession. This is because:

{a) more work is done in the universgities than in the
civil service;
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(b) newly created states are in dire need of experienced
staff to help them take off. This makes them to
lure experienced University staff away with salaries
and grades very much higher than what A.B.U. pays them;

(e) people are having the feelings of nostalgia - to go
back and serve their home states. This is because
they fecl they could ecarn equal if not higher salaries
from their home states, besides being psychologically
satisfied that they are participating in the development
of their States' Civil Service.

whether the exodus of trained I. & J. staff from Ahmadu Bello
University will be stemmed by the new bond when fully implemented is
yet to be seen but one thing is clear: unless the Presidential Commi-
ssion on Conditions of Service of the Universities' staff recently set
up by the President, comes up with a recommendation for salary increase
for universities' staff above that of the civil service, the degree
of withdrawals of service as 1s experienced now, might be maintained
or even escolated. Thisis because men usually move to areas where
their services could attract the highest returns. Besides, men work
better and live more happily only when they are psychologically and
emotionally stable. A staff who cannot meet his immediate financial
needs and cbligations can hardly be a contented and efficient worker.
And since Naira mania has eaten deep into the vitals of this country,
only a very few people in soclety sacrifice either for the love of it,

on grounds of conscience, or for sheer patriotism.
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CHAPTER IIT

THE FREING OF S SRIINGG PIOSHANE. D OnER TANING
PROBLEMS

3.1 The Funding of I. & J. Staff Training in Ahmadu Bello University

-

Apart from manpower, finance is second in importance in the
execution of any programme, be it on individual basis for self=-
development or on organizational basis or even on state or
national basis. Without finance, manpower itself can hardly
be developed. It is therefore basically necessary that cognisance
should be taken of the strategic role of money in any worthwhile
development programme whether it is health programme, agricultural
or training programmc. Therefore, staff training and develocpment
is an expensive exercise and the extent of its success or faillure
entirely hinges on the level of cash flow.

When universities in Nigeria were owned by the Regicnal ang
later State Governments, the Northern Region Government (later
the Ten Northern States) was heavily financing A.B.U. At that
time, programmes were conceived on the basis of whit the subven-
tions from the Regional or later State Govermments could be, at
leost, with some degree of certainty. But when all the univer-
sities in Nigerio wecre taken over by the Federal Military Govern=-

ment in 1976, the funding of universities in Nigeria became most
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unpredictable to the extent that it was progressively declining each
year. &3 a result of this developmant, some of the programmes
already mounted by universities were halted while those at the
take-off stages were elither ghelved or cancelled altogether. It is .
therefore against this perspective that the writer intends to look

at the level of funding of I. & J. Steff Training 3cheme by Ahmadu

Bello University. This will enable all and sundry to appreciate fully

| the magnitnde of the training problems A.B.U. is facing and the extent

to which the financing of I. & J. Staff Training Scheme has helped
to advonce or frustrate statl development efforts of the Universityei"
Before I give session-by-session funding of I. & J. Staff Training
Programne (oxternal and internal), it is worth menticoning that attempts
were ﬁade by the writer tc establish the amount spent on course-unit
basis butitwas discovered that, with the exception of 1979/80 expen-
diture which was detailed, there were RO clear--cut records of expendi-
Eﬁres on.course-unit basis for 1976/77, 1977/78 and 1978/7%. The
writer was therefore forced to work with the bulk allocations for the
sessicns mentioned above, the expenditure incurred and thebalance left
at the end of each session. | | |
Normally, cevery session (as previously mentioned), certain fundé
are transferred from the Training Vote to the votes of some of the

Facultics whose facilitles are being used for the training of I. & J.

staff under the internzl training programme. Such funds are trans-



ferred as follows:

Chemistry Department
Biology Department
Physics Department

Faculty of Education

Faculty of Engineering

85

N5,000 per session
2,000 » "
in,o00o n "

#5,000 per session

No monetary transfer

is made. But the Faculty
collects its stationery
directly from the Coordi-
nator's Office.

Suffice it to say that the transfers as stated above could vary

from session to session depending on circumstances of each Faculty

vis—a-vis the training of I. & J. staff of the University. Having

said this, I now proceed to give the sessional allocation of funds

for I. & J. Staff Training and how such funds were spent.
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BESSIONAL ALLOCATION OF TRAINING FUND (MAIN CAMPUS) - 1976-1981

As mentioned on page 85, the table below shows how money

was allocated for the training of I. & J. staff each session,

how much was actuzlly spent and the surplus or deficit recorded

in any particular session (From 1976/77 session to 1980/81 sesslon).

o ccile & W W S E

Session

1976/77
1977/178
1978/75
1979/80

1980/81

[ R A T

et b = e i i

INBLE 3.3
“Ev-v'j;;;;;: Amé;gt ‘;ur ;;s E Deficit —i
|  Allocated | spent P
250,000 | 180,000 #170,000 -
14250 ,000 H83,769.96 4166, 231.04 -
250,000 $197,530.45 ##152,469.55 -
}§148, 000 i #204,535.00 - 156, 535.00
#¥148,000 i *#¥147,867.00 Session not Session not
yet ended yet ended
*Spent as at
9/4/81
! Amount Remain~ )
ing = #133,00

As has been indicated on page 84, the expenditure per course unit

for the 1979/8C session was clearly recorded.

I therefore furnlish

overleaf, the breakdown of how the sum of 148,000 voted was spent

and how and why the deficit sum of ##56,535.00 came about for that

particular session. This is done on course-unit basis as follows:
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COURSES, NO. OF STUDENTS ADMITTED AND COURSE-UNIT EXPENDITURE

TABLE 3.2

(For 1976760 Session)

P B R o R Eem e R SR SR T W

Type of Course Attended

Executive Officers' Course (Adrin)

Executive Officers' Course (Accts.
and Audit)

Confidential Secretary III Course
Confidential Secretary II
. Asst. Library Officers' Course

Asst. Stores Officers' Course
Certificate in Catering

Higher Certificate in Catering
Asst. Works Superintendent Course

Dip. in Animal Health Husbandry
Motor Vehicle Technicians Course
Elcctrical Installation Course "C™
Elementary Land Surveying Course
Dispensary Health Assistant Course
Diploma in Personnel Management
Diploma Course in Soil Conservation

Higher Diploma Course in Soil Conser=
vation

NeNeDe Course in Agric Engineering

Sub Total ese

The sum of #W71,290.00 represents only the total amount paid to students

No of Students

Admitted

—

Amount
Spent

E——————

S

16

OIS I ™ S * R E R S

W 2 2 2 N owN

as Local Course Allowances for the 1979/80C session.

for the same session are as follows:-

—— . W = ¥

-

4,840,00
2,100.00
6,850.00
5, 250,00
1,050,00
4, 200,00
2,100,00
2,420.00

2,100,00
4,110.00
2,420.00

730.00

730.00
1,370.00
3,150,00

1,050.00
2' 740 .m

————

#71,290.00

Other disbursements

-

H24,080.00

-—
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Remunerations for Instructors, Demonstratorxs

and Idaison Officers _ o . me ¥101,896.00

Rook Allowance o . .,.: ‘ e 5, 200,00

Tuition Allowance | ese o " e 8,362.00

Transport Allowance voa ; ,k -H*.§ : 3,069.00

Transfer to Faculties for Equipment and .

Materials used vea e 14, 718.00
Sub Total = ..  w133,245.00

Iocal Course Allowances Brought Forward

{as stated on page 87) can e . W71, 290,00
Grand Total = #204,535.00

!

The differences noticed in the funding of 1. & J. Staff Training
resulted from the way thoe Federal Military Government was funding all
Nigerion Universities since they wem taken over. Again, what ccounted
for the surpluses in three consecutive sessions (1976/77 - 1978/73)
was the limited number of students admitted during theose periods as
against the number of students admltted during the 1979/80 session
which alsc was responsible for the deficit recorded during the perind.
It is almost certain that the deficit to be incurred when the 19860/81
session ends will even 5% Qgre than that of 1975/80 session. Besides,
new internal courses were introduced during the last two periods -
1979/80 and 1980/81. Consequently, more students were admitted which,
in turn, meant more spending for the administré£ioﬁ of the courses.

Lastly, the introduction recently of the payment of Local Course Allowance
for staff on courses was also responsible for the huge deficit of

$#56,535,00 suffered during the 1979/80 session.



3.3

THE SESSIONAL FUNDING OF I. & J. STAFF _TRAINING IN THE
INSTITUTE FOR AGRICULTURAL RESEARCH (I.A. R.)

S e ———— .-

As the Intermediate and Junior Staff Training Programme

in the Institute for Agricultural Research is separately funded
through a diffcrent source - The Ministry of Science and
Technology, Lagos - the writer felt compelled to investigate

how much money was allocated to the programme from 1977/78 session
to 1980/81 scssion and to see how much money was spent each
session and the surplus or deficit recorded. I theerefore give

below, tihw statement of the funding and expenditure in I.A.R.

for the sessions under review:

TABLE 3.3
e ey e e e - —
Session | Fund Allocation E x p e n 4 1 t u
1977/78 #25,000.00 (a) Fees e es W15,000,00
. (b) Allowances o» 2,785.25
i v (e) Salaries .o 2,352.00
(d) Transport .o 2,971.25
(e) Stationery .o 781. 75
| Total Amount Spent = #23,890.25
I Surplus = -;;:;;;:;;
1978/ #25,000.00 (a) Fees . es N18,125,00
(b) Allowances .o 2,008,50
(c) Salaries .o 2,158.00
(d) Transport oo 2,010.50
(e) Stotionery i 895.15
! Total Amount Spent = EEE }23:35
! ' Deficit =  W197.15 i
(I — I




Table 3.3 cont.

Session | Fund Allocation E x p e n d i £t ur e
HRBEReAI Sre 5 -
1979/80 | ¥N20,000.00 (a) Fees .. W19,820.00
I (b) Allowances 10,115.18
' (¢) salaries 3,186.00
, ' (4d) Transport 2,200.13
i E (e) Stationery 960,65 !
; i Total Amt. Spent _  #38,281.96
'

:

z : '

i i Deficit = 18,281.96

i ! _

| IR S —— i . . . S
1980/81 | N30,000.00 i (a) Fces P 115,948,00

! (b) Allowances 3,750.18
\ (c) salaries 3,234.,00
i (d) Transport 2,380.55
i (e) Staticnery 750,00
]
| Total Amt. Spent = $16,062.73
14 E=ESSsSm====
| Total Amount not

1 l spent yet = W13,937.27

Note *As the 1980/81 session is yet to end, the sum of N16,062.73
represents the total amount so far spent as at March, 1981.
Judging from the claims so far unsettled, there is a possibility
of over-expenditure of the fund allocated for this session.

COMPARATIVE ANALYSTS
During the 1978/79 session, the fees paid for the students were
higher than that paid in 1977/78 session because students' intake was

more. Besides, allowances went down than that of 1977/78 because most of
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the students were living in Samaru village and there was no
transport allowance paid. But the cost of stationery exceeded
that of 1977/78 because of students projects since they were not
receiving allowances.

Again, the fund allocated for 1979/80 session was low
because that year witnessed the worst austerity measures ever
adopted agoinst Nigerian Universities by the Military Regime.
In the same year, school fecs went up because some students
were on two-year course - 1978-1980, thereby taxing the allocation
for fees for the 1979/80 session. Besides, allowances went up
because most of the students were attending courses in far away
Umnudike and other remote areas. Transport allowances also went
up for the same reason. The salaries paid in this session were
more than that paid in 1978/79 session because of the Federal Govern~

ment's adjustment of salaries of staff from GL.01 to GL. 06.
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3.4 THE FINANCIAL PROBLEMS INHERENT IN STAFF TRAINING IN A.B.U.

Ag I did mention in the introductory aspect of Chapter IIX,
finance is a kvy to success of any programme, apart from manpowerse
However, as regards the training of I. & J. staff in A.B.U. in
the past, it does seem, at face value, that money could not
be said to have constituted a major constraint in the executlon
ofuéﬁé programme., Rut on close look, and taking other factors
into consideration, it could be seen that although surpluses were
;ecorded from 1976/77 to 1978/79 sessions, there was a sharp deficit
&ufing the 1979/8C session, and more likely to be 50 in the
1980/81 session. The major reason why the surpluses occurred
was thot much reliance was initially placed on external training
in the past, and to do this, Ahmadu Bello University relied
heavily on the goodwill of othar Institutions of learning to

 provide sufficient spaces for its staff recommended for training.
Unfortunately, each year, only very few spaces were left for
A.B,U. staff and this resulted in the eventual training of a
few, and the dropping of many others even though they had
previously been recommended for training by the appropriate
Commlttee. This will be expatiated upon later in this chapter.
However, as internal courses were later introduced, some

external courses were internalised, and new ones mounted.
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These measures enlarged the training scope as hundreds of staff
are being trained both internally and externally, and the welfare
of staff on external courses taken more care of. It is thercfore
a little wonder that sharp deficit was recorded during the 1979/80
session as the money voted could not sustain the session because of
the large number of students involved. Judging from the number of
staff on various courses - internal, local and overseas - the
possibility of recording a huge deficit this session can not be ruled
oute And this trend might continue as long as A.B.U. continues to
pursue the policy of training its staff on a large scale, and as
long as Federal Government's subventions to the University remain
grossly inadequate each session. The more efforts A.B.U., authori-
ties make to train more staff, the more other staff not yet trained
yearn for training and considering the number of I. & J. staff under
the employ of A.B.U., this struggle will continue ad infinitum.
Another important effect of inadequate funding on the training
progremme was the decision to shelve the mounting of new courses
that were once in contemplation. Example of such courses include
Basic Stores Course, Assistant Stores Officers' Course and A.C.C.A.
Foundation 3%, If such courses had been mounted as proposed,
they could have increased the students intake which could have,
in turn, increased the proficiency of a larger number of I. & J.

staff in the university. Besides, mounting such courses could
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have further reduced the university's dependénce §ﬁ outside
institutions for the training of many of its staff.

To be able, therefore, to understand why A.B.U. training
aeﬁivitiés are incapacitated by financial inadequacy, let us now
look at the sources of revenuo te the university and the channels
of expenditure, Ahmadu Bello University gets its money mainly
through Federal Government subvention as well as the money inter-
nally generated. It also gets imoney through voluntary dona;ions from
the Northern State Governments and from private organisations,
besides tuition fees being paid by students. As these are perhaps
the only main sources of revenue open to the University, the total
sum so collected, is used to cater for the training of all A.B.U.
regular degree students and students on Diploma courses; for
conductling researches to advance the teaching of scicnce, techno
logy and administration; for paying salaries to teaching and
adminigtrative staff. The money 50 collected is also used for bhuild-
ing houses, constructing internal roads and maintaining its infra-
structures; for other welfare services for both staff and students:
for conducting various examinations for the entire students and for
the training of senior, intermediate and junior staff etc. With
all these financial buirdens on the university, the task of trailning
I. & J., staff separately as a group is not entirely financlally easy

in view of their numericol strength. It is therefore hardly

i
14
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surprising that certain projccts already started were abandoned,
proposed courses shelved and expansion inhibited. The financial
problems facing the University with regard to the training of

I. & J, staff arc encrmous and very central in shaping the pattern,
the scope and direction of the training scheme now in operation in

the University.



3.5

THE TRAINING PROBLEMS VIS~A-V1S THE NUMERICAL STRENGTH OF
I. & J, SIAFF IN THE AHMADU BELLO UNIVERSITY

Inrﬁrder to appreciate fuily, the probléms facing A.B.U,
authorities in their attompts and efforts to train this cadre
of staff; lct me first of all recaopitulate below, the numerical
strength of I. & J. staff working in the varicus sections of

the University (see alsc Chopter I, pages 39-41 for detailed

information) -
(1) Abmodu Bello University (Main Compus) = 5,483
(2) Institute of Education Complex w595
(3) Institutc of Administration S =900
{4) Institute for Agric. Research (I.A.R.) = 1,176
(5) Division of Agricultural Colleges = i 55%0
(6) Agricultural Extension and Research | :i
Liaison 3ervice {(A.BE.R.L.S.) = S0
(7) National Animal Production Research Unit
(NoitaPoRoIs) = 400
{8} University Farm ' . = 40

Grand Total = 9,234

I- From the above figures, éne cnuld.easily éee that Ahmadu
Bello University has training problems to contend with., It is
a fact that some 1. & J. staff had received one form of training
or the other before jolning the University. It is also a fact
as records show, thnt since thc inception of the training pro=
gramme in the Ahmadu Bello University, hundreds of staff had

been trained. But those whce have been trained by A.B.U. earlier
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are still desirous to go for further training and those who have

not yet becn trained are desperate to be given the opportunity to
improve themselves. In the final analysis, if opportuned, all staff
would wish to be trained once, twice, thrice. This is as it should

be for humzn beings are, by nature, insatiable and wanting animals.
But assuming that A.B.U. authorities have the mind of training all

I. & J. staff at least once, the encrgy to be dissipated vis-a-vis
planning and execution and the huge sums of mcney to be involved Qwre_
$& better imagined than described. Therefore, the problems A.B.U.

has in training its staff stem from thc staggering number of

I. & J. staff currently in post. While some trained staff are
resioning and going away, new ones are employed to take their

places and as scon as they take up jobs, they start to agitate or itch
for training. Training to A.B.U. is therefore 'a continuous process'
as long ns there is a will and resources to do so.

Another problem closely associated with having so many qualified
staff for training, is the difficulty of selection. Since the number
that applies for training each year for both internal and external
courses is usually more than the places available for filling, the
problem of selecting those to be trained cach session is collosal.
And although there are guidelines to aid selection, but even with
the best application of these guidelines, the number for each session

must have to be trimmed down to available places. In doing this,
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éoﬁe qualified people are dropped énd this generates spates of com-
parisons and ill-feelings from amongst those staff who have been
byﬁassed. Thirs constitutes also a problem in the management of
staff training.

There is also the problem of some staff whoe have served leong
in £he ﬁﬁiversity but not very much gqualified. ThOSGIwho have served
for lesser periods but are more qualified always contend that they
arc to be trained first. And those who, though less qualified, but
Qﬁé ha*ékéefﬁed for leng also contena that experience, merit and long
service should very much count in selecting whe to train first. There
is therefore the problem of selecting this two categories of staff
for training. Blending the two becomes the only option and in doing
this, some error of judgement seems most likely as had been revealed
during the course of my research., However, the more one tries to be
fational in the selection of staff for training, the more the selection
problems hecome intractablc. Again, a Section may have a concentration
of qualified staff for troining, but in the selection process, efforts
are made ncot to select from only one or a few sections. There ls
always a need for a fair spread. As long as the training of I. & J.
staff continues to prevail, so long shall the problems inhcrent in

training be with the Ahmadu Bello University.
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3.6 THE STAFF TRAINING SCHEME AND ACCOMMODATION PROBLEMS

As the Training Schoeme for the Intermediate and Junior
staff of H.B.U. now encompasses both internal and external
training, the scope of training has been widened. It is also
‘a fact that I. & J. staff strength is staggering and that all
| applications for training usually pass through the Ccordinator's
Office. Becausc of the importance of this office to members
of To & Je staff and to the University at large, a large number
of visitors always call to that office for more information on
staff training or for action to be taken on their cases with
regard: to T. & J. staff training. The activitics of the
Coordinatort's Office make it imperative for a number of hands -
to be cmployed to work therc., FPor these reasons and for effi-
cient adininistration of the Training Scheme, sufficient éﬁ&cm&n-
dation must be provided.
Unfortunately, the Staff Training Coordinator's Office, as
it is presantly constituted, has only 4 tiny rooms which accomno=
date the Coordinator himself and hls staff as well as the visitors.
This makes the office to be soturated with people from time to _
e : o o 1_ : SV
Aside this faét ié the need to centralise all the éraining
offices under one roof in order to facilitate the smooth operae
tionu of the Schome. Presently, training offices are scattered

en campus, thereby impairing coordination of activities of those

Tk
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cngaged in the organisation and administration of the
training scheme. Thete is the Coordinator's Office,
Adult Education Ccntfe, Vocational and Technical Educatlon
Department, etc. These offices are kilometres away
from each other, forcing the staff working in these
offices, and even the Instructors engaged in teaching,
to be walking long distances in order to interact with
one ancther., This is time ¢onsuming, energy dissipating
and prcblem creatinga

It is heoped that more sconcr than later, efforts should
be mide for 2 more central place to be allocated for the
puilding of a Staff Training Centre that will house all the
intermal courses. The concentration and constitution of
all the internal coursces in a place in A.B.U. will, no
doubt, enhoance cocrdination of efforts and ideas amongst
staff, instructors and students. It will also give students
a sense of togetherness and o psychological satisfaction
that heightens mornle and learning. As for the money with

which to build it, the Nationol Universities Commission

(Ne Us Ce) or the Federal Government could be o



approached to provide fund for the building of the Training

Unit for members of intermediate and junior staff of this

University, instead of allowing training to continue to

operate in such a scattered fashion, This, to the writer,
is o feasible propesition and will be more rewarding than for
the units to appear as though they are cperating on different

frequencies and are therefore in chaos.

101
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3.7 THE ADVANTAGES AND DISADVANTAGES OF THE TRAINING SCHEME TO A.B.U,

 WTETRECE T Y- TR g P —

Baefore dwelling on the advantages and disadvantages of
T, & Jo staff training on A.B.U. itself, let me first of all :
state that there are various types of training and wvarious ways
through which staff of any organisation could be trained. Some
of the common types of training include:-

(a) Classroom Tralning
(b} Apprentice Training
(c} oOn=thewJob Training

{d4) Vestibule Training (l.e. mass training
of employees for rapid expansion)

'_ Ahmadu Belle University adopts three if not all the types.

There is no doubt that the organised Training Scheme mounted
by AlB.Ue around 1974 has evoked many comments and feelings. While
. many people who have direct connection with the University feel

that the I. & J, Staff Training Schome hos a lot of advantages

tc both employer and employee, some argque that the advantages and
disndvantages in the exercise are many and varied. However, let
me restate the basic aims and objectives of training to enable
ohe to look at the issue most dispassionately in order to appre-
clate fully its advantages and/or disadvantages. The basic aims
and cobjectives of training are:- |

(a) dimparting skill and knowledge for the successful per-
formance of an assignment; and
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{b) developing, promoting and encouraging attitudes

to work and habits of thought, actions cetec. which

aré likely to contribute to the effective running

of an organisation.33
This brief statement of what training is all about recelves the
backinqlof Agbbola whofdescribed training as "a practical approach
to improving the officiency of an organisation that can return many
times_thc cost sunk in the trainingu"g'4 Having stated the aims and
objeétives of training, let me now state what I consider to be the
general advantages of training to all organisations, and the specific
advantages and disadvantages of I. & J. Staff Training to shmadu Bello

University as an institution.

THE CENERAL ADVANTAGES OF TRAINING TC ALL ORGANISATIONS

- -

.

(1) Training is an aid to self-development;

(2) An advantageous by-product of training is that acclidents,

spoild work, and damage to machinery and equipment con be

v .'.-JE"_,I .

kept te a minimum by well-trained employees; =~

A ., B . > P s

33. A paper on "Instructlonal Techniques™ presented by the Resource

: Centre of the Federal Audit Department to the Trainers Workshop
organisaed by the Federal Ministry of Estabplishment, Staff Deve-
lopment Division, Lagos, 2nd - 6th April, 1979, p. 1

34. Agboola, 0.0., A Lecture on "Concept of Management" delivered
to the 10th Training of Trainers Workshop for Officer-in-Charge
of Clerical 3Staff Training held from 2nd-6th April, 1879 by the
Federzl Ministry of Establishment, Staff Development Division,
Lagos, PaZe . . o L Lot

LA VY
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(3) Dissatisfactions, complaints, absenteeism and tumocover can be
greatly reduced when employees are so well trained that they
can experience the direct satisfactions associated with a sense
of achievement and the knowledge that they are developing thelr

inherent capabilities at work;

(4) As cmployees respond to continued training, they can progressi-
vely increasc their value to the organisation and thus prepare

thenselves for promotiong

(5) Continued trainoing can help employees to develop their ability
to learn - adapting themselves to new work methods, learning to
use new kinds of equipment, and adjusting to major changes in
}ob content and work relationships. In the years ahead, when
technological advance will doubtlaess continue to change many
work situations rapldly, versatllity and adaptability may well
be the most important advantages that can be derived from

training. Training constitutes an investment in human resources.35

THE SPECIFIC ADVANTAGES OF I, & Jo STAFF TRAINING TO A.B.Us

e YA

A lot can be said in favour of the training scheme. Among other
advantages, it helps the University to:

(a) develop the much needed intermediate manpower to run the

i University;

A e e, ) - ’ “

35, Pigors P., and Myers, C.he., "Personnel Administration: A Point of
View and Method", (8th Edition), McGraw-Hill Ince, Ue.S.he,
Ppe 261-2.
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(b) attract many workers who could not have otherwise joined the
University but for the training scheme;

(c) retain for longer periocd, those staff who, though not trained
yvet, continue tc hope and wait for their turn to get trained;

(d) the training scheme gives psychological satisfaction to workers
whe see it as a Messiah that will change their status in life
to acceptable levels; this motivates workers to work harder;

(e) promote trained staff to higher responsibilities, thereby
facilitating the administration and maintenance of the University;

(f) Outside A.B.U., the Schemc helps to produce many trained inter-
meadiate staff that todny man the civil service, the public and
the private sectors of the economy.

THE SPECIFIC DISADVANTAGES TO THE UNIVERSITY FOR TRAINING

ITS 1. & J. STAFF

In actual life situation, certain things that are value-loaded,
may have adverse effects too. The following are therefore considered
to be the disadvantages inherent in the training scheme as operated
by the University to cater for the training of middle-level manpower
desperately needed by the University:-

(a) It involves the University in spending collosal sums of
money at the expense of other development programmes;

(b) The Intermediate manpower it seeks to acquire through
training usually deflects to other bodies viz. universities,
civil service, public and private sectors. This leaves the
University always in dire need of this grade of staff parti-
cularly in secretarial and technical fields.



(d)

{e)
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Some staff see the training scheme as a design to favour

o sclected few. Hence the programme is often surrcunded

with suspicions, disaffections and frustrations from staff.
whose training has been delayed; this sags morale and lowers
staff output; | o

It quickens the exit of some staff from the university service,
particularly those that feel they could nolonger gain from the
training programme, This helps to swell staff turnover) |

It quickens the pace of promotions which, in turn,; drains

the University's purse faster than could have heen the case

. Af staff are not trained regularly through the T. & J. Staff

Training Scheme. _ !
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CHAPTER IV

CONCLUSTON AND, SUGGESTTONS FOR IMPROVEMENT

4.1 CONCLUSION o,

Having| enumerated the meri£s énd de:nerii;s inherent in the
Training Scheme mounted by the Ahmadu Belle University: the
scope, the problems and possibilities; and having given detailed
statistics to buttress the magnitude of Intermediate and Junior
staff training, the financial involvement, the numerical stren-
gth of I. & J. staff, the admninistrative and organisational
implications inherent in staff training and the numerous courses
under the schome, 1 am tempted te conclude that the Training
Scheme as being operated by the Unlversity is indeed very
loudable. Apart from the fact that it is the surest way Ahmadu
Bello University gets qualified staff to man its various strategic‘
sectors and activities, it has used its reservoir of trained staff
to assist new universities and now states to take off,

From the literature referred to in this text, it is abun-~
dantly evident that people all over the globe realise the
compelling necessity for manpower develeopment through extensive
and intensive training. And from the research findings, no one

is left in doubt that the aims and cbjectives for mounting both



the internal and external courses by the University is to develop
the much needed middle-level manpower, not only for its services
but also for national development. Enough data had been gathered
and analysed to prove concretely thzat the courses A.B.U. is offering
to its I. & J. staff through the Training Scheme, are varied in
scope and contents and that hundreds of people had either been
trained or are currently undergoing some training or both.

From the rescarch findings, it is clear that the history of
I. & J. Staff Training in Ahmadu Bello University was traced as
far back as 1968 and that it has since then undergone so many
metamorphoses to reach its present standard and quality. My research
findings also revecled that the training of I. & J. staff in A.B.U.
is not making the deslred impact necessary for the organisational
effectivencss of A.B.U. itself, not because staff of this category
are not being trained and turned out from time to time but that the
number of staff so far trained has becen seriously depleted by the
desire of the newly established universities and states' civil
service in the country to lure them away to help them in their
initial take-off. This, no doubt, resulted in A.B.U. training
many staff but retaining only a few.

From oral interviews personally conducted with those who have
been privileged to be trained, the writer is convinced that training

has improved their skills tremendously and makes them contribute more



meaningfully to thu running of the University. None of those
iﬁtefvieﬁed did ever advocate the scrapping of the scheme; instead
they praised the scheme and very much wished it could continue in

an enlarged scale. Also, some Heads of Departments I interviewed,
confimed that training had improved the skills and work pecformance
of thelr staff who had trained and returned to their departmentse.
If, therefore, all these are indications that the training scheme is
achieving its goals, then, there is no more to be said than to let
what is be since the rai-son d'etre of the training programme is to
increass proficiency and develcop manpower. To contemplate abandoning
the scheme would mean a sure frustration to those staff who have not
yet benefited from it and would algo mean narrowlng the scope of
acquiring troined staff for the University services. This should be
tragic. Training as a motivating force cannot be swept under the
carpiet in any forward-looking crganisation under all circumstances
because not all staff are ready-made when jeining an organisation.
Resides, constant updating of skills and improvement in proficiency
should be regarded as 'a continuous process'. Even those whe have
received one form of formal training or the other still need tuning
up through fuirther training to enable them keep abreast of modern
developments all over the world in thelr chosen career. It iz the

balief of the writer thot there are no fallures in 1life as such but
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that there are thosé Qﬁo, th£0ugh sﬁeef forcé 6f circﬁms£ances,
do not know how to succecd. It is the duty as well as social
cbhligation of any organis~tion te assist this class of workers to
succeéd and attain the level of self-actualisation. 4&s the
strength of a chain is its wecakest links, so also is the strength
of any organisation that greatly depends on intermoediate manpower
for its development and sustenmnce.

Because of the unsteady flow of lncome to the University, the
funding of the Staff Training Scheme also fluctuates. This has
led to a situation whereby the Training Scheme is operating under
a very tight schedule. For instance, accommodation problems hinder
the smooth administration of the scheme, closer cooperatlon amongst
staff and étudents engagi:d under the scheme, and better coordinetion
of training plans and ideas. It wos also discovered,in the course
of my research that certain internal courses planned to be introduced
were suddegly shelves for lack of fund to sustain them. Consequently,
the enlargement of the scope for the training of many more staff
internally has been stunted and its advantages lost. The blame for
this does not lie with the administrators of the training programme
but with the Federal Government's inability to actively encourage
the sustenance of this all--purpose programme through more grants to

the Univcrsity. Thus, the financial and administrotive problems



111

facing the staff Training Scheme of ﬂ,B.U..has recently increased

in geometric progression. What is therefore sustaining the Scheme

is not only the realisation by the University autherities, of the
role the scheme plays in the training and deovelopment of manpower for
A.B.T. services but, most principally, their desire tc train their
staff with a2 view te fulfilling their aspirotions for bettor training,
5righter futu?e and heavier take<home pay packets. In short, it is
seen a8 the surest way of motivating 1. & J. staff of A.B.U., not only
to work harder but also to be confident of thueir future wellwbeing
and survival in a competitive world we live in.

The way the various courses under the training scheme are
patterned and spread to cover various strategic soctors of A.B.U.
clearly demonstrates the seriousness and the meticulousness of the
planners in the plamming cf those courses. For example, agricultural
staff are trained for the services of the Ingtitute for Agricultural
ﬁesearch; Estate staff are trained to carry out Esgtate Department
functions; Burssry staff are trained teo sustain Bursary Department
activities; Library staff are trained to improve the library services
to the people; typists, stenographers and secretaries are trained to
administer offices. The same goes to science, engineering, catering
and technical staff of various units of the University. But for

the tralning programme, it could have been difficult, if not impossible,
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for tHe ﬁniversity to Be.able to sustain its various services
through competing for specialised labour in the labour market.

The problem of training staff in a gigantic institution
like A.B.,U. is, therefore, a mammoth one but its usefulness
outweighs all handicaps. Training demands a lot of metlculous
planning, 2o lot of Industry and perseverance and above all, the
investment of huge sums of money to achieve the training objectives
which are aimed at developing manpower rescurces and achlieving
' econcmic salvation for the nation in the process. There is therefore
nc substitute to the training scheme in vogue in A.B.U. which has
been nurtured and sustained by the University authorities almost at
the expense of other equally worthy programmes. o

Finally, it is the hope of the writer that I. & J; Staff
Training Programme of Ahmadu Belle University might not be submerged
or abandoned altogether on grounds of financial inadeguacy. All
hands of men and women of goodwill should be on deck te safequard
and sustain this programme in view of its great impact on manpower

development in the country and the growth of the University itself.
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4.2 SUGGESTIONS FOR IMPROVEMENT
To be able to tie loose ends and moke the administration
of the I. & J. Staff Training Scheme more efficient, I hereby
make the following suggestions for improvement:
1. FINANCE
Since lack of adequate funding of the Scheme has been
attributed as the major problem facing the administrators
of the programme, it is suggested that:
(a) efforts should be made by the University Authorities
to allocate more funds to the Training Vote, at
least, teo the tune cf H25,000.00 each financial year
to enable the administrators of the scheme to meet
all financial obligations;
(b) f£resh attempts should be made to try to convince the
Federal Government to appreciate the need for the
Scheme with a view to getting it finance the programne
more appropriately. As a first step, I. & J. Staff
Training should be separately budgeted for when the
University Budget is being prepared for submission to

the National Universities Commission (N.U.C.) for

consideration.



(¢} the University on its part, should plan toc generate
more internal funds to supplement Pederal Government
subventiocns to it. Apart from constant appeals to
State Governments and private organisaticns to con-
tribute generously to the "A.B.U, Endowment Fund®
launched in 1979, Consultancy Services should be
broadened and made cheaper so that variocus local,
state and federal governments and private organisa-
tions that need such services should avail them-
selves of the opportunity, thereby increasing the
University's funds which, in turn, shall increase

alleocations to Staff Training Fund.

2. ACCOMMODATION

© {a) Since it is clear that the present office of the Staff
| Training Coordinator is too small to make for effective
administration of the Scheme, and since I. & J. staff
training units are scattered on the Main Campus of the
University, thereby creating more problemg than one, allwout
efforts should ba made to allocate a central place on which
to build a Training Centre to bring together all the training

units. Thils is without prejudice to the continued use of

various workshops for practicals. This will enhance
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o . _ N L Ll
: - - interaction of students and staff.to the advantage of
all and also seolve the office accommodation problems
once and for all. _ . _
(b) The funding of the Training.Centre should be sought
for and cbtained through the process as indicated in
1(b) on Page 113. | |
3. couRses
(a} There should be a pericdic appralsal of the course contents
for interndlcourses in order to constantly remodel them to
suit the exact needs of the University;
(b) More internal courses should be considered and mounted to
reduce the huge amount expended on external courses and
alsc create more scope for training of a greater number
P ~ of staff sessionally. This will help to meet the aspirations
| of staff anxicusly awaiting training as well as meet the
N staffing needs of the university;
{c) Constant attention should be paid to the really critical
! J: issues such as the content of training, characteristics of
a the learner and his environment, over=all organisational
_f! - climate and the relatlon of t{aining to University geals and

% ~ Objectives.
o

4. AUTONQOMY : . ' !

LT T S e Y |

The Training Office should be made autonomous to enable it
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shake off bureaugratic bottienecks in the xrunning of the scheme.

STAFFING

The internal courses have been inadequately gtaffed and
this has dilutced the quality of the products of the scheme.
Efforts should be made to recruit more and experienced instrue
ctors so as to meet the professional standards expected of the
products of the Schemu.

RECORDS OF TRAINED STAFF |

T mL e ———

(a} There is an absolute need for a meticﬁlous keeping and
updating of records of I. & J. staff trained under the
Scheme (both internal and external) so that one could
see at a glance how many staff in variocus disciplines
have been trained since the inception of the scheme.

One advantage of this 1s that such data will back-up
requests for more funds from the Federal Government
for the running of the Scheme

(b} Records should also be kept of those staff trained
under the programme who have retired, resigned, dicd
or have been dismissed or have transferred their services
to other organisations. This will enable the University
to apprailse the degree of exodus of trained staff with a
view to determining where a shortage of such staff is most
acute or likely to be acute and then plan for remedial

measures early cenough. ST
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RECIPE FOR RETAINING THE SERVICES OF SECRETARIAL AND

"7 TECHNICAL ST/FF LONG AFTER TRAINING

[ —— . e - -—

The secretarial and Technical Staff who are already in
short supply in the University and consequently in high demand
not only in the University itself but alse the country over,
should be seriously encouraged to stay and work in A.B.U, long
after their training. This cen be done, not necessarily by
paying them salaries outside whot have been recommended within
their grade levels but that they should be given promotions as
and when due to enable them to stay long. Their progress should
not be retarded in any way because of the whims and caprices of
some Heads of Section or Department. And in the case of those
who have not yet been trained, it is recommended that efficiency
and long eXperience should be made to integrate with certification
or professional qualification so that one should supplement the
other or compensate for lack of the other for purposes of promotion.
Rigidity on paper qualification alone as the basis for promotion
had, in the past, as my research findings amply and incontrovertibly
proved, robbed A.B.U. of very many efficient, capable, highly
dedicated and experienced secrectarial and technical staff. Paper
qualification should therefore be played down a bit in these two
ceses if A.B.U. should ever hope to attract, train and retain this

cadre of staff long enocugh for even with the internal and external
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training of these staff, they are still found to be grossly inade-

quate for University services. This fact cannot be denied.

— e e R - e - - —

It has been discovered, in the course of my research, that

a few Heads of Department or Sectlon adopt two tactics to frustrate
the training aspirations of scme I. & J. staff working under them.
Firstly, they attempt to make the efficiency of a particular staff
in an office lock a vice by insisting that such staff is too
efficient, too indispensable to be released for training, else the
office or section ceases to function. Secondly, some of them
instead of appraising the job performance of a staff, more often

than not choose to appraise his person. They do these things
with a view to blocking the training chances of those staff they do
not want to be trained. Modern personnel management techniques and
the principles and theories of motivation do not subscribe to this
type of negative approach to staff matters and problems, I therefore
suggest that Heads of Department or Units should be ever-willing,or
alternatively be advised,to try to put up their staff for training
whenever they are due and declare their desire to go for further
training as no staff is indispensable in any organisation. Training
opportunities should be made available to all staff as nothing but

good comes out of it.
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My attempts in this work have simply been to highlight
the training needs, the major constraints in training and
operating the training scheme of Ahmadu Bello University, and
to suggest ways of Improvement. The writer does not in any
way claim all knowledge of the problems and ills of the Training
Scheme, On the other hand, if this text enables people to know
a bit more of the training of Intermediate and Junior staff of
Ahmadu Bello University and of the problems associated with it,
then, there is hope that synthetic sclutions might be found and
possible improvements made in the Scheme for the benefit of all

and sundry.
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APPENDIX T

A BRE/XDOWN OF ADMISSIONS TC EXTERNAL COURSES
NIGERIA AND OVERSEAS (1977 - 1981)

Nc. of
Session Course Attended Duration Staff
Admitted
s wais s e (Ppe— ——
EXTERNAL COURSES | : : .
y 1977/18 ! Executive Officers (Admin), 1 Year A B .
\1878/79 : " " " 1 Year 1 7 '
! 1979/80 g " " " } 1 Year H 7
i 1980/81 i " " " 1 Year 14
iy R TN . Wyt N, |-
1577/78 ! Executive Officers (Acctse.
and Audit) 1 Year 5
1978/79 n " L 1 Year 3
1975/80 " " " 1 Year 4
1980/81 " " " 1 Year } 2
S S S
1977/78 Professional Grade (Accts.
and Audit) { 1 Year 1
1978/79 ” " " i 1 Year -
1979/80 ! " " " 1 Year 2
1980/81 ] " e " 1 Year -
L
1977/78 Asst. Store Officers
Course 1 Year 2
1978/79 : " " " 1 Year ! 1
1979/80 " on L { 1 Year 2
1980/81 " o» ” 1 Year -
it s S S i o & =
1977/78 Asst.Library Officers
Course 1 Year 5
1978/79 " " L 1 Year 3
1979/80 " " " 1 Year -
1980/81 b " " 1 Year -

e ——— - = . - --—Jl-—--—--‘po e W e s e s o
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Appendix I cont.
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e e ..-....}...._..-._._........---. R e - ....._..!
Session Course Attended { Duration No of
I Staff
Admitted
S — e e ———— S T Sy e T v o S e
EXTERNAL COURSES |
(NIGESTA)Y :
i 1977/78 i Diploma in Mechanical Engineering ! 2 Years 1
’ 1978/79 : u " " " . 2 Years : 1
¢ 1979/80 i " " " " i\ 2 Years - -
1980/81 | " " " " » 2 Years | - '
..._..--.-..-...---.;...-_.--__.--._--.-“.--...---.-..-_......; — .;."......--...h.
1977/ 76 +  Assistant Works Superintendent § i
E (Water and Civil) 1 Year } -
1978/79 : " " n 1 Year : 1
1979/80 ! " - " 1 Year { 2
1980/81 i = " " 1 Year -
e ,._.._’,.._..,._,....,.-..."_.,-.-,..,-.,. s st e——————— o ¢ e o -
1977/78 ! Dipe. in Animal Health Husbandry 2 Years -
1978/79 ! i " . . 2 Years 2
1979/80 ! " " " " 2 Years | 1
1980/81 ! " . " " 2 Years ?
-—-----..-.-.------t——-—.—.--—_.—-—.w-—w"-----—_.-—u--.--‘--_..i ———— -
1977/78 | Cert. Course in Catering Studies ' 1 Year 2
1978/79 ! " " n " 1 Year 3
1979/80 I " " " " 1 Year -
1980/81 1 " " " " i 1 Year -
SRR R R e = ey i e it o
1977/78 Higher Cert. in Catering 1 Year -
1978/79 H " n " 1 Year -
1979/80 ! " e " 1 Year 3
1980/81 " " " 1 Year 1
— . — v ——— - —— — - — T [ p—— —
1977/78 | Motor Vehicle Technicians
‘ Course Part I1II 2 Years -
1978/79 » " " 2 Years 1
1979/80 " " " 2 Years 5
1980/81 “ L " 2 Years - J
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po= -

e —— — - — - ——

-

No. of
Session Course Attended Duration Staff
Admitted
- i -
EXTERNAL COURSES
(NIGERIA)
1977/78 | Electricel Instellation Course'C'; 1 Year -
1978/79 h " " " | 1 Year i -
i 1979/80 H " Ly " y 1 Year ' 3
1980/81 ] " " " y 1 Year | 2
T — o
1977/78 Dipl. in Personnel Mgnt. 2 Years -
1978/79 " " " 2 Years 1
1979 /BQ L] " " 2 Years -
1980/81 n n " 2 Years -
1977/78 Conf. Sec. IIX Course 1 Year 4
1978/79 " " ®W 1 Year 2
1979/80 " o " £ 1 Year 4
1980/81 " " o 1 Year -
S, S — -—
1977/78 Conf. Scc. ITI Course 1 Year -
1578/79 » " n 1 Year 2
1979/80 " " " 1 Year 5
1980/61 n " " 1 Year -
— Y E—
EXTERNAL COURSES |
(OVERSEAS)
1977/78 3cience Administration Pt. IIX 2 Years -
1978/79 L " " 2 Years 3
1979/80 " " " 2 Years 2
1980/861 " " Pt. II 2 Years 1
annfe . B — . - — -
1977/78 Motor Vehicle Tech. Course Pt.II 1 Year -
1978/79 it " " " 1 Year 1
1979/80 " " " " " 1 Year 1
1980/81 B " n " " 1 Year -
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Appendix 1 cont.
Session ] Course Attended Duration s of
. Staff
! Admitted
P . s e S—— - - ——t - e e e —
EXTERNAL COURSES |
(OVERSEAS) !
1977/78 ’ Management of Museum 2 Years -
1978/79 ”n " " 2 Years v 4
1979/80 » Lid H 2 Years -
1980/81 b " " : 2 Years -
\ » 1
= : ; . J—
1977/78 Theatre and Stage : 6 Months -
Lighting Course E i
1978/79 " " 6 Months 1
1979/80 " " 6 Months -
1980/81 o » 6 Months -
IS = pa—
Sources: 1. Nominations File (kx/ST/53)
2. Applications File for Study Leave (R/ST/52
3. Approval of Study Fellowship FPile (R/ST/72)



APPENDIX II

LIST "A"

SECTIONS AND THE COURSES THEY ATTENDED

|

‘

J.E. Adojoh

Lucius Fuwayung

Gabriel Aduku

| WeAs Olarewaju

|

e R R =

y Fole

M.T. Akanya

y N.T, Shaagh
' He Iyicla

Moh. Shehnu

't J.W. Abu

Abrehzm Omede
Iyal i. Faskari

G. Unongul
Ilya S5.T.B=lewn
S. Achimugu
P.A. Jimoh

Augustine Yahaye

Mr.F.A. Oloyede
Delds Affon

R. Qloxushe

Bs je

Shimbe
lMoh, B. Toumo
Masiru Raji

M. B.K. Moh.
P.K.Oyelere
J.0. Odejide
Bulus 3, Boi
Markus Dama
Anthony Achibi

. - -

e T I e

. aw e e ae

Section or
Dept.

Horte,
Entom,
Kano
P/Breed,
P/Path.
Kano
F/Breed.
A/Econs
P/Breed,
Nokwa
8/Water
Hgnt.

On.
%aaﬁ
ano
Yokwa

S/iater MNgt| "

Mokwa

n
S/Science
.n\ Breed.
5/Science
A/=ngin,
dﬂ.q. Farm

onomy
3/Science

uo il Survey _ "

Kadawa

Publication

Libraxy

- e m—— e

e e s — ———— - — o —

I ELFEFICTARTES OF I. & JJ. STAFF TRAJNING PROGRAIDE IN T.A.R., THEIR DEFARTIEENIS OR

T...-
T™pe of
Trng.

Fmﬂwo.

=
f e s e e e e e R . —— e —— =

.E.%.Mo.
b

T i PSS T ——

Printg.
Libra.

Level of

Trng.

e ——

H/DIPL.
"

0/DIPL
"

H/DITL.
"

0/DIPL,
n

"
n

?/Tech.
P/Tech,
n

3 3 = 3

H/DIPL.

Q

Qs

.)

2
ﬁ‘GOO z 3
ot
U
B

m\uHmw
0/DIFL,

Cort.
Asst,
-t

- -——— - -—

P S L ——— B ————— . —

Date
Entered

A\u\.a
*\ﬁ\.:

n
n

mu\_m,\ﬂ.
23/9/77

2 = = =

"

1976 /77
Amﬁ\qm

1 m,_.m\j
1978/79

b e = oo

- e —

et e e e w— b

" e g E— . e ——

g . W e w8

Date of
Completion

Place of
Study

ﬁ\__. 2/T1

n

ua\“m\qm

July '78
" 1979
"

" 4977

o — .

DAC Kabba

Jos
- n
Umudike
¥ad. Poly.
n

Umudilke
Kad. Poly.
n

Jos

Jos
"

Kad. Poly.

- —

- -




127

Appendix IT cont.

No, | Names Section or Type of Level of | Date Date of Place of

Dept. Trng. Trng. Entered Completion Study

33. | YoT. Shittu Accounts Account E.0. Accg| 1978/79 ! Jly, 1979 | Kad. Poly.
34, | Aede Yusuf Admin, Admin, E.0.( Gen) X } | .

5. : A,I. Umaru A/Beons Agrie. E/o1PL. | 1/4/78 | Dec. 1979 | Samaru
wm. Ali Yusuf !  Kano “ . y m ; | Kabba i
37. | FoZ. Denke : . ¢ ® " | . ‘ . | "

138, | A, Omede Molewa oo ! o/prPL. " S | Semaru

'39. } S. Achimugu Kano b M " | m " I m

] 40. _zoF Shehu : A/Econs ¥ 8 | . Bl i - " "

t41, ! GeAs Unongul ! AgTonomy .- ! " , " ” Dec, 1979 , b }

142, | Iyal A. Faskeri Rakure P ! " ;oo toom ¢ " "

—L.uo w Y.U, Bako M.\Wﬁm..mnwc ! " [ n m n i " m n :
44, | M, Adebija (Mrs.): A/Bcons .. ! " ¢ " f " i " .

{45 | B.T. Ugese P/Breed. | Agric | " Pom ” n b ;
46, | Tgudz Tarko {  Hort. b " " P P Coom ;

}47. | Bashir Alimi *  P/Breed. . ! " ‘o ' ! oo !

48, ! J. Oladipo i Mokwa ) B : X y " w 3 _ . '

' 49, | AuA. Kvarra !  P/Pathol. ' " " n b “ " P " m

_mo. ! A. Oyilom ! lgrononmy g v ' n v " { _. ' N t
51, ! J.S. Nongo ! Yano b _._ " i ® " " P

52, ;| J.B. Adams ! W/Science @ " { " yooom i " _ "

i 53. | A.5. Nyiekaah f 7/Science . " ! ¥ P | " ' " |
54. | Kusa Abubakar : A/Fcons g ® ; s . ' S m " |
55, | Paul Fkeyi _ F/Proed. L & ' " _ s i " ' = '
56. ' A.B. Bunumu ! Kadawa oo i H/orPL.  11/4/79 | Dec.1980 | " _
57. ; M.J. Lawel ! Kano . " 4 /af19 . P ® :
58, ' A, Ibrahim ! Entomology " “ " | " | ] ] " !
59, | K.T. Udele I okwa y . “ " ;o , W | Kabba :
60, ! A.A, Ogundele ’ " oo / ". I " " H o H
61. ' J.2. Adejoh |  Hort. ioom .. " P _ " e " :
62. | Godfrey lkeke |  Entomology " | o/pIPL. . S | SAMARU
63. | Gimba Aliyu ¢ S/Survey " ! P/Tech. !sept '79 : 31/3/80 | "

' 64, | H. Odeleye \ Mokwa " _ " " ‘ " _ "

_mm._ P.A. Jimoh | " " " P : " b
66. | Moh. Denje | S/Water Mgt.| " _ . . . § =
67. ! H, U. Mowanga A/Bcons. » | " " " ! .

mm._ J. Tizhe ¥/Science " _ " . . _ .
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Appendix II cont,
No. | Names Section or Type of Level of __ Date Date of Place of
Dept. Trng. Trng. { Entered ooﬂupoﬂ..ob; Study

69. iM.A. Clowojoba P/Pathol, Agric. P/Tach, m Sept.'79} 31/3/80 1 Samaru

70. |Amos Lar | §/science | » " “ . " : " '
! 74, jAlhM.C. Hadaki | Admin. ! pdmin, |} B.0. Co. ! " " ! Kad, Poly. !
| 72. F.0, Ahmadu (¥rs,)i Etomology | Conf. Sec.| C.S. III ; 1979/80 ! dJy. '8 :  © :
| T3. {G. O. Moses (Mre) | P/Pathol. | Admin, | B.O. Co. } " " " H
T4. (Aliyu Lapai hecount W Accounts | . i i _ " i “
_ 75. {Abdu Alh, Abdul A/fBstate Hanagt. | Diploma ! " i " " ’
76. {4, J. Xufiyodb Telephone _ ’ !

0ffice Tel. Op. Tel. Op.

_ ._ ’ Attend. | §/12/80 1 22/12/80 " _

—— e — | ——— ——— —




APPENDIX TTI
LIST "B*
N N - Section or 1 Iype of 1 Level of I“. Date _uﬂ..o o.m.. Place of
- = Dept. " Trng, Trng. { Entered |Completion | Study
-+ 1 ¢ : e
3 i ' Le 1/4 u Dec., 1981 Kabba
1 | B.Y. Maigigoh m\wmpmwnm m »&K. | m\me _ \.\8 -’ :
2. | Isa S. Ajape P/Breed. ., ! . ’ Lo ool amary
uc M.NB. wﬂm..”mm A.MMMMONE H " " O.\UHHuH_. m n m L] n
#. 7.H¢lq m ﬁﬂ " \m u- " " ” = : " “ - "
5.| P.B. Effiong . W/Science \ | “ . b - -
m. No:. HHHO ' b.\mooa ” - “ - m " m -_- m -
| .No k Solomon Ukate ﬁ %Oguq u : “ - w - " - i _
m._ CGimba Aliyu i m“\mﬁ.d& ' " ! i ; n ; Dee.,1981 m "
9, | Michael Odeleye Mokwa i " | " i 3 ! s o
10.} P.A Sk \”4 4 ¥ _ " _ " m " h " _ "
AA. :ou.w. vaﬂ.umﬂ H -mchm.r.UH- -mw...-.o “ N H H “ o m ¥ q- -
{ 12. ! Jadamen Tighe | W/Scionce ; | : . " ; ‘ g -
u 13. n M, A %..H_.O.z.ouOdﬁ i M“ﬂnwﬂmwwa m " ; " “ " i n " n
t 14. ! Amos Lar ' S/Scie : ! | w “ -
! 45. 1 D.M. Maiwada | 4/Estate | | Proftech ! 23/9/00 © 3A/3/81 | "
_ 16. | Muminu Jinadu | M\mumm&um» : " : i Lo Co -
' 17. | Monday Nock | A/Engineering | . : . f & t m 5
| 18. ! Barnabas Yashim ; Entomology | | “ . “ . Lo
+ 19. | Matthew Chori " : ._ C b Caed ds
{ 20.! Bulus Chechet | Bakura P m - P - m | Retectas
| ! | _ : i 'S
_ ic ! /Tech. ' 23/9/80} 31/3/81 |Semaru
: 550 | Piaotss ortess | wﬂﬁu& , 1w wﬂ\.wﬁ_. * ﬂk\m, | Dec,,'S2! "
: 22, | Fidelis Ortese | a ogy | . . . : 4 .._ . -
W 23. { Moh. Shehu t A/Beons b “. ) |y | ' -
m_a.“ 0.N. Ibeakuzie " Agronony _ . | ; ; / “ = H £akibe
| 25.} Bassen A. Olowo | Hokwa \ " . ®omL. o " | K
{ 26, | WA Olorewaju | M\Wom&um P2 m . b _ s I
PO - - A T O
oul Doy ! : Lo _ " | Kabbe
| 29. ! 8,1, Anicba Xano _ ; " 5 m . : 15
1 0. W.? %wmw.amm M\Wow?om h | “ . . . ! . P
31. o As aleye en i
32. | G.0. Korede W/Science ﬂ " . _ Gm.\m: _ Dec. '82 | Umudike
33. 1 0.KE. Atte A/Bcons
34, | D.W, Mkar Yandev _ " " m 1980/81 _ Jly, wm@A Jos



Appendix III cont.
- E——— — I.H A_I 3
Ho. ! Nemes _\ Section or m Type of _ Level of | Date Date of Place of
- ._!-m_._:-woww...i-._-;_.nwm.m“._.L--.e;a.um.-. ol IR0 1 Jepean ) SN
i i ‘ H H
35« ; A 0. Awotoye | Keno ' Agric ' m\umﬂ._. _ 1980 /81 July,1982 m Jos
| ' ] )
36. | 7akeri Isch | S/Scionce | Admin, | E.O.'s Co. | 1980/81 July,1981 ¢ Sokoto
37. | J. Tbrzhim . Xano m tgric. | Pro/Toch. w " m Dan-Batte
L ﬁ 1]
38, | Tukwr Bakurs | Bekura _ " i Trrig.Attd " n ! Belurs |
39, ! B, A, Hamid Kano * " — H/DIPL. 1979/80 July,'8t | Jos ”
| Y — | S, T SR SS——— S———
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