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ABSTRACT

This study was undertaken to assess Manpower Training, Development
and utilization in Institutions of Higher Learning making a reference to Kaduna
Polytechnic. It is very important to note that the efficiency and effectiveness of
an organisation is among other things, a function of its workforce. In
connection with this reason, therefore, manpower must be initially procured,
trained and developed on a constant basis.

It is with the above observation in mind that the study was undertaken
in order to ascertain the effectiveness of training policies of Kaduna
Polytechnic. In view of this, the study came up with certain objectives among
which include. The examination of manpower planning in relation to its
effectiveness on Staff Training and Development, analyse the criteria used for
selecting staff for training and the effects of such selection principles,
evaluating the effect of bonding on prospective candidates for training,
examining the adequacy of available funds meant for training and
development, identifying factors that lead to the under or overutilization of
Kaduna Polytechnic Staff and ascertaining the effects of training and
development on staff motivation. It is on the basis of these objectives that the
hypotheses were formulated.

In the process of collecting data for study, empirical approaches were

employed by designing questionnaires, conducting interviews and participant
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observation was adequately utilized. More importantly documents and various
literature that are related to this study were consulted.

This study uncovered that training opportunity was extended to Kaduna
Polytechnic staff. By extension it means many staff has enjoyed Kaduna
Polytechnic sponsorship for training programmes. It was however found that
those who benefited got more professional experience in addition to gaining
more skills.

The fundamental problem discovered was that there was no traces of
training plans that wéuld enable the institution identify the training needs of its
staff. On this basis the study discovered that the identification of the training
needs for the staff was done haphazardly. Any member of staff who so wish.
can apply for sponsorship to be trained provided he has spent the mandatory
two to three years working for the institution. On the whole it was observed
that National Plan do not incorporate the Polytechnic training system, that was

why there is a general failure in planning training in tertiary institution.

It was further found out that staff appraisal does not help matters in
identifying those who should be trained. The appraisal system was primarily
given much attention when it comes to the issues of promotion but not on
training. The study confirmed that the workers had a negative attitude
towards the bonding system of Kaduna Polytechnic.

The bonding was found to be more to the advantage of Kaduna

Polytechnic than to the staff. More importantly the availability of funds for



training and development was discovered to be grossly inadequate to enable
the trainees settle school fees, accommodation, feeding and other unforeseable
problems.

A sizeable number of Kaduna Polytechnic staff were found to be over
utilized, which at the end affects their output.

In order to improve on the performance of Kaduna Polytechnic workers,
a regular training programmes in the form of seminar of workshops was
suggested to be re-emphasised for staff especially middle and junior staff. It
was further suggested that details of personnel matters should be
computerized so as to enable easy accessibility to personnel records to be able
to assess the training needs of individual worker and his trainability. The
administration department that handles personnel matters especially training
issues is expected to ginger up its performance being the coordinating unit for
personnel matters. The unit should be able to trace recommendation made on
staff appraisal in order to identify who needs training. The selection should not
be done haphazardly but base on training needs. Whenever these
observations or suggestions are taken into cognisance, it will improve on the
performance of staff which would at the end increase the productivity of

Kaduna Polytechnic and the nation at large.
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CHAPTER ONE

11 INTRODUCTION

One of the basic problem Ifacing many third world coud’tries’ (N:itl_:lleria
inclusive) is man-power shortage a.nd effective utilization of same. The most
'|mportant factor of production is human resources and unlike other factors of
productldn man is the T;IOSII difficult to handle because of his ability to reason
and not conform with standards expected of him. The efficiency and
':‘effectiveness of an organisation is among other things, a function of its work’
' force. Because of this reason, Manpower must initially be procured, trained
and developed along the llnes in WhICh he has shown potentials He must also

_ Hbe gu:ded SO as to achleve his personal ob]ectwes and that of the organisat:on
Training in any organisation is not and should not be a once-and-for-all
matter and any training policy that regards it as such misses the mark.

Training, retraining and development of staff should be a continuous and

dynamic process. Anything contrary to the training and developing of the

potentials 'of the 'ind'ividual worker as .desiil;ed by.the organisation can lead to
lack of effective utilization of the worker’s skills and ability.

The concepts of education, development and training are regarded as
- aspects of investment in  human resodrdes. . There is the .sociological
explanation which reflects manpower development as a process of “teaching”,
informing or educating people so tﬁat, they may becorﬁe more efficient and to

enable them perform in positions of greater difficulties and responsibilities, staff



of Nigerian Polytechnics are thereby also expected to be trained, developed so
as to sere effectwely in higher positions. o R ‘

To achieve organlsatlons ob]ective in personnel matters, manpower
training, development and utilization nncluswe manpower plannmg is very
crucial and essential. The thrust of the matter Is that through planning of
manpower the baslic training n_ee_d_s_will be ioenplﬂeo and hence proper selection
for the training programme. | |

Polytechnics are large institutions established with the prime_objective of
rsatisfying the immediate and futuristic'demands of the natiori'sr middle level
maomﬁer. Therefore, they admit large numbers of students both on full-time
and part-time courses of study leading to the award of National/Higher National
Diplomas, Advanoed Diplomas, Post-Graduate Diplomas and Certificates. To
achieve the objectwes mentioned above, it is important {o have effectwely
trained and well- developed human resources that will train, develop the
students and maintain the institutions. )

Kaduna Polytechnic. as a point of reference should be .involved--in_
developing its personnel and should utilize them for the work for wpich they
have been trained. This system will enable the institution achieve the
objectives for which it was established. . | B
As important as training and development is to any Nation’s Work-force

which will by and large enable the Nation to develop, this, by implication has

- efude many third world Nations particularly Nigeria. The obvious reason is that,



.it is doubtful if a proper provision is made in the National Manpower pla.nsmtiie ‘
basic assessment tools for training needs and the type of training that should
be offered for different categories of staff according to the needs of individual
staff and his organ'isation. In. essence there is lack of intedfation of Pblytechnic

. training system in National Plan. “

Had this provision been adequatély spelt out at the National level, it
could have served as a working tool for all inétitutjons and orQanisatidns
towards effective training of their personnel. The absencelof it left the vério_us
| institutions and organisations to ﬁtan their nﬂaﬁhowlﬁe'r tratning. an;:i' developmentb
* haphazard. e

The paradox of. tréining and developing manpower pahicularly in:
institutions of higher'learning in Nigeria ié.that very negligible few.bersonnel of
the institutions enjoy the training facilities or even the chance of being selected
to attend ‘training. It is evident that other personnel sponsored by other
organisations ‘tend to énjoy the training facilities often more than those working
~ for the institutions of hiéher learning. In most cases selection for training in
institutions of higher learning like other places br orgénisations .is often viewed
as a favour, In fact training culture is almﬁst absent in instituti_oné of higher

learning. Leaders of such institutions tend to view sponsoring of candidates to

attend training as a favour.



1.2 STATEMENT OF PROBLEM

o The rapid rate at which the Kaduna Polytechnic is expanding is a clear
indication of Nigeria's desire for technical ecl’ucationl. It is imperative to state
here that for ans} organisation to éope with its manpow.er' needs, the
_signiﬁcance of having effective man-power planning nee_-cl not be over—m
emphasised. One of the fundamental problems perceived by the researcher is
the absence of effective manpower planning. N

i- + Furthermore, an expanding institution of Kaduna Polytechnic’s calibre
Heeds tot rain and develop its manbower in all its endeavours. The Sroblem

that manifests itself is that some segments of Kaduna Polytechnic work-force

,mlostly the middle level and junior non-academic staff are usually frustrated.

|

Il'heir frustration is not unconnected to non or little consideration for training or
.retraining them,

. As a result of lack of proper structured planning for selecting those to be.
trained and developed, Kaduna Polyte(;hni.c sometimes witnesses high labour
turnover inspite of the fact that they are under—pobuléted in some areas.

This problem is mostly associated to the fact that some junior officers
attended coﬁrses before their senior ones. Selections are not only haphazardly |
done but unplanned. - | | | |

In fact some staff both academi; and non-academic face the daﬁger of

being dismissed or terminated once found attending courses without the

. M .
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institutional permission even if:tﬁe_ courées they_l attend are part—timg evening
courses. | |

Some Istaff secure jobs in othei‘ ofganisations with better 'conditions‘ of
service because they were eiiher fer;*hinated. for dismissed for attending cour.ses |
without permission or generally because of Iack of proper incentives, causing a
great deal of labour turnover. - R

: In this present circumstances, some departments are still ‘ha\f‘ing staff..
who are seconded frorﬁ earlier regional governments. These officers are mostly
known to be ‘instructors’ than lecturers with very low qualifications. Thus,
these categories of staff need to be furthér tfained and developed so as to
meet up'with the present chal;enges.

The problem of 'manpower development and training is further
aggravated by lack of enough fu_nd. For instance a meager amount is paid to
officers away on various courses and the paid amount is very insufficient tq_._
cater for the welfare of officers on training. This fact has discouraged many
staff, because they can hardly enjoy the best training facilities and provide for
their well being while on training with such meager'aliowances.
| Anocther fundamental problem revealed by the research is tﬁe iqsue of
eixgreement on bond. Many staff who desire to go for training refuse tb show
intlerest because of the stringent -t’er.ms of Kéduné Polytechnic bond for staff

roceeding on training. The bond desires that officers on course will ever

r:emain bonded until when they present their Certificates, it is only then that the



bond will becomes operational. This emphatically indicates that officers who
attend courses will remain in bond for an unspecified length of time.

| There is also the problem of work-over-load in which some lecturers and
othér members of staff are over worked. In Which case they hardly have time
for research and other academic pursuits, - hence their inability for seif
improvement. Indeed, such over Wt;rked staff eventually become inefficient.
| Whﬂe on the other hand, some lecturers are under utilized, infact there are
| certain coUrsés‘ or subjects without enough qualiﬁec_l staff.

It is a well known fact that large prt:apr;orth::nn'eﬁc the expenditure of many
organizations is often incurred on development of human resources. ThiS is by
w'ay of expenses on. recruitment, .payments “of salaries, allowances, fringe
beneﬁt; etc. It is however, 'obvious that mere _a;:quisition and retention of
workefs does not automaticaily bring about the desired improvements of such
work-force.  Kaduna PoI\-/technic should bé a;r\'f;are I.tljlat it this scieﬁtiﬁc age,.
there is a spate of rapid technological developments and inventions which com.;ld
make existing machines become easily obsolete. In order to catch up with this
modemn technological innovations Kaduna Polytechnic staff should- a'tiend
frequer_it training and retraining.

Given the above observations, this research will seek answers to thé-_..
problems of manpower training and development in Kaduna Polytechnic which

~include the following:- ¢



1.3

How effective is the Kaduna Polytechnic plolicylr'on trainilng., development
and utilization of manpower? o
What are the criteria used for considering staff for training and
development? o

What are the effects of the policy on staff turnover?

What is the effect of bonding on staff going on courses?
Are funds for training and development judiciously utilized?
Are staff abreast of technologi.cal and scientific developments due to
training? | '

Are etaff properly utilized after training (placement and promotion)?

AIMS OF THE STUDY

The main purpose of this research is to assess the problems assoaated

with manpower training, development ancl utihzatlon in Kaduna Polytechnic

between 1988 ~ 1998. The specific areas the research will examine are:-

(M

(if)

(i)

The examinatien of manpower planning in relation to its effectiveness on |
staff training and development.
Analyse the criteria employed for selecting staff for training. Here

emphasis would be placed on assessmg the role of irrational cntena or

“factors such as ethmc, rehglous, etc in selection. Also, the study will try

: to establish whether the policy has an effect on labour turnover.

The study will also examine the effect of bonding on prosbective

candidates for training.
]



(iv) Itis also one of the objectives of this study to find out the adequacy or
otherwise of the available funds for training and develobment of
peréonnel in Kaduna Polytechnic. | | |

(v)  Another objective of this study is fo identify the factors that lead tb the
under or over-utilization of Kaduna Polytechnic staff. | |

(vi} | Finally, the study will examine the effects of training and development on

 staff motivation. S o

14 RESEARCH HYPOTHESIS

Having stated the problems and the objectives of this research vﬁork, it is
éf great importance to state the research hypotheses. Obviously there is no
_research that will be suc;:cessfully completed without reducing the broad
problems envisaged inlo testable propositions. Thus, the statement of the
. hypotheses wili fn thlis direction assist in providing test on the problems
envisaged in manpower, training, development and utilization of staff in Kadyna
Polytechnic.

The following statement of hypotheé‘es"ére the'reforé deduced from the
statement of problems for test. |
HI: That a well planned programlﬁe for training and development of

manpower that is rigidly pursued will enhance effective performance of

staff and will redute labour turnover.,

H2: That inappropriate utilization of manpower will lead to inefficiency and

lack of effective realization of organisational goals.



1.5 SIGNIFICANCE OF THE STUDY

Manpower training, development and its utilization is an area that is

becoming more and more crucial for the practical purposes of enhancement of
efficiency and productivity in both private and public sector organisations. In
this connection, therefore, the significance of this study is that the research will
assist both the public and private sectors (particularly institutions of higher
learning) in improving the capability of their staff by giving them appropriate
training.

Furthermore, students and teachers of Administration will tremendously
benefit from this research work especially those willing to conduct further B
researches in the same or similar issue. 'Moreso, it is expected that at the end
of this research work, Nigerian Polytechnics especially Kaduna Polytechnic will
gain greater insight on the issue of staff development and training, rectify those
anomalies detected and chgnge for better, purposeful planning and training
programmes as well as policies.

1.6 SCOPE AND LIMITATIONS OF THE STUDY

The research focus is on the issue of manpower training, development
and utilization in institutions of higher learning with particular reference te
Kaduna Polytechnic. The period the study will cover is between 1988 — 1998,
that is the period of ten (10) years. The researcher will concentrate much of

the effort on the existing manpower training and development policies and

9



~ structural plans for personnel development and utilization in various units of

e

Kaduna Polytechnic which includes:- - : A : : o
I- (@) Coilege of Administrative and Bﬁsineés Studies (CABS)
: (b) College of Science and Technology (C.5.T.) |
(€} College of Engineering (C.0.E.) T
' (d)  College of Environmental Studies (C.E.S.) | | 4 '
(e) Central Administration (C.A.) o
In this study spedcific atten'tion shall be focused on the criteria used for

selecting officers for training. The researcher will likewise focus attention on

the issue of types ofb_trl_aipling received by Polytechnic personnel and its

'usefulness. The study will also focus attentioh on issues of available funds
made for training and development of personnel. Moreso, attention will be
focused on how best are personnel effectively been utilized having undergone
the rigour of training. - | R . .
For all practical purposes a field research of this nature and magnitude
must be expe&ed to face one problem or—*the other. Among such probl_erﬁs or

constraints encountered in the pursuit of this study include:-

In-Accessibility of Vital Docuinents :

.One major problem face during the early stages of this stud{é was the
researcher’s inability‘to'get some required information as a result of the
considered confidentiality and sensitivity of certain documents. As a matter of

fact, some officers interviewed or those given questionnaires were not willing to

10



provide the correct information because of the fear of their being accused of

releasing sensitive/confidential information. -

;I'img_lf_a_i_:t_or:

Time is a verylprecious thing that sh-ould be consi.dered_. The nature of
my duty could not allow me ample 6pportunity to source for more |
comprehensive data required for this research. Moreso, other ofﬁcers: who are
in possession of vital information .indic_ate_d their inability to give adequate
' fesponses to the researcher because of timé factor and the pressure of work.

| In addition to all of the above, time constraints has been-'a major facE;;r
Ifaci'ng the educational sector organisations at ,this present dispensation. For
instancé the Universities” academic calendar iél always-changing-'becausé of the
academic or non-academic, staff strikes, it therefore becomes very difficult for
fhe researcher to meet up with date set aside for the completion of any
research work. ‘ |

Financial Constraints:

This research work could not go beyond assessing the modalities usedin - -
selecting officers, types of training and their efficiency on the trainees so as to
become a better product. The fact reméins that the researcher faced financial
problem, taken into consideration the cost of transportation from one unit to
another, likewise from Kaduna to Zaria to consult the supervisor on a regular

basis throughout the whole research period. Moreso, the cost of buying

1



stationaries, binding and typing consumes a lot of money, as a result the

research couid not go beyond what has been produced.

1.7 RESEARCH METHODOLOGY

At this juncture the various methods for gathering data, presenting and
analysing the data will be highlighted. Moreso, the nature of the population will
be described. The ss:imple and the sampling technique adopted, its frame and
size will be articulated.

1.7.1 Nature of Population

The population of Kaduna Polytechnic is a heterogeneous one. The
population is not homogenous because it is composed of both academic and
non-academic staff. Amongst the non-academics, there are the senior staff, the
middle level staff and junior officers or ‘'manipulative class. Within- the non-
academic staff, there are also the managerial staff and the technical staff.
Moreso, amongst the academic staff, there are those considered to be letturers,
that is the categories with University degrees and there are those considered as
instructors, that is those witi1 Higher National Diploma, etc. As of present the
total staff strength of Kaduna Polytechnic is Three Thousand, five hundred and
twelve (3,512) made up of One thousand and sixty five academic staff (1,065),
Three hundred and thirty-two (332) Senior non-academic staff and two.

thousand, one hundred and fifteen (2,115) junior non-academic staff.



Tale 1.1 — Staff S th:

| Academic staff 1,065

Senior Non-Academics 1 332 N
Junior Non-Academics o | 2115
Total - - 3512

‘Source:- The Spider Kaduna Polytechnic Information Division Page 4, 1998.
1.7.2 Description of the Sampling Method Adopted

The sampling method used in this research is the stratified random

sampling. The use of this method -became obvious because of the
heterogeneity of the population. The method of this stratification started by
first dividing the Polytechnic into various Colleges, that is College of
Administrative and Business Studies (CABS), College of Science and Technology
(C.S.T.), College of Engineering (C.0.E.), Coliege of Environmental Studies
(C.E.S.) and Central Administration (C.A.).

Furthermore, the Colleges were sub-divided into schools and then into -.
departments and units. At the end of each unit, a random sampling procedure.
for each of these sub-divisions was adopted to come by a fair representation of
the population. |

1.7.3 Description of the Sampling Size and Frame

The total sample size of the study population is Three Hundred and Fifty-
i

two (352) representing ten percent (10%) of the total population. In each

segment of the population a sample size of ten percent (10%) was taken. The




sampling frame used for this study and which gave the researcher a fair

representation of the population was the staff disposition list of every

department and unit. Sampling size is very essential in research of this nature
)

because it is impracticable to use the entire population.

“Source : Pilot Field Survey by Researcher, 1999,

1.7.4 Methods of Data Collection

Essentially there are two sources of data namely:- Primary and

"Unit/College | Population | 'Schools Dept. No. of Sample | Total
Size Sample
__ 1 I Selected
CABS 1,405 Sch, Of Bus. 10 Depts. 10/100x1405 141
Studies
Sch. Of Adm.
Soc. Studies
Sch. Of Mgt.
L ) Studies - - I i
C.ST. 702 Sch. Of Edu. & | 8 Depts. 10/100x702 70
Science
Sch. Of
Technology
C.O.E 527 Sch. Of 6 Depts. 10/100x527 53 .
Industrial Eng.
Sch. Of Nat.
Resources
Engineering o -
C.E.S. 527 Sch. of 6 Depts. 10/100c527 53
Environmental
Sch. of
Geodesy and
- Land Admin D S
C.A. 351 - 4 Units 10/100x351 |35 -
TOTAL 3512 9 SCHOOLS 34 Depts. | TOTAL 352
&Units | Sample Size |

Secondary sources. For the practical purposes of this study both primary and

secondary sources were used for the collection of data. To be precise

questionnaire, interview, the use of documents and or library research and
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participant observation as the researcher is an academic staff of the Poiytechnic

' were the main tools or techniques used in data collection. | 4

1.7.4.1 Primary Sources of Data

These are sources by whicﬁ are collected and analysed for the first time.

They Include the following:-

| 1.7.4.2 The use of Questionnaire

| John (1981 : 167) ~ explained that the term questionna;ire is restricted to
a data collection instrument or schedule to be filled up by an informer rather
than by the interviewer. The questionnaire according to Mike (1991 : 92) are
Lisua!Iy accompanied by an explanatory letter and is the most widely used
method of reaching the largest number of respondents in different geographical
settings. The function of the questionnai-re according to Mike is that of
measurement.® That is to say, opinion or attitude of respondents are measured
by the use of questionnaire;
| . In this study questionnaire was therefore carefully designed to elicit-.
_info;'mation from both the Acédemic and non-Academic staff of Kadur;a;
Palytechnic. Since it im.as impracticable to administer the queétionnaires to the
entire Kaduna Polytechnic staff, a sample Qf three hundred and-‘ﬁfty-two .I(352) |
that represented both Academic Staff and non-Academic staff was selected,
~ while the Registrar, Direittors of Colleges and Units were left out because it was

- from among these population that oral interviews were conducted.



A questlonnalre consisting of closed and open-ended questions was
desngned to elicit information from the sample population. The first part of the
questionnaire deals with  closed-ended personal questions about the
respondents. The second part deals with the main issues affecting training,
manpower development‘and utilization. That is to say, sc;me open-ended
questions were asked that allowed the respondents high level of freedom to
Iexpress themselves as appropriate. | : o
1.7.4.3 Personal Interview

Interview according to Boniface (1991:94) involves eliciting information
:from the respondent through some verbal interaction between him and the
Iresearcher. 3 - | 3

This technique was adopted to elli.cit necessary and vital information ffom
the Registrar, Director of College§ and Units. The Registrar and seven (7)

| .
Directors were interviewed so as to obtain data from the various units of

é(aduna Polytechnic. A survey interview was conducted for those selected staff
who were considered to be knowledgeable in their Fi eld of work Moreso, the
researcher used structured interwew 50 as to obtaln the appropnate information
rather than the unstructured explorative lnterview
17.4.4 Observation

Observation according to Boniface (1991:81) involves watching people, -

events, situations or phenomena and obtaining first hand information relating to

particular aspects of such people, events, situation or phenomena. Information



relating to certain aspects of human behaviours can only be obtained in the
particular settings where such behaviours are exhibited. The major aim of
observation is to see and describe human behaviour the way it is in nature.”

Participant observations were therefore made of the activities and
workings of tlhe staff development committee, the body that apportions places
for training to all the colleges and other service departments. Observation was
made on how various departments recommend officers who apply for
sponsorship. During these observations the procedures " on how
recommendations were made and how the final selections were made. All
these were studied and assessed. Furthermore, officers t—;xercising their
assigned responsibilities were observed with the view to assess the extent to
which they were utilized.
1.7.4.5 Secondary Sources

Secondary data are evidences gathered from documentary sources.
These are information collected and recorded before. This type of data are
obtained from text books, journals, magazines, government publications at;-d
newspapers. Mike (1991:88) observed that secondary data are sometimes
biased to support the vested interests of the sources. Publishers will definitely
not include data that does not favour the company.’

One of the major advantages of secondary data is that since it is pre-
collected and pre-recorded there.is a great saving in terms of cost and time in

comparism with primary data resources.



In this research work relevant literature published and unpublished
works thai: relate to staff deQeIopmént and training were consulted. This |
|invol'ured principally library research on the subject. The other documentary
sources consuited include relevant files such as those that deal with manpower
development, publications such as the I(aduné Polytechnic Annual Réports were

used, also unpublished research work on training and other policy documents

wera consulted.

1.8 Data Presentation Methods

The research work was mainly presented in a descriptive format and
data were also presented on tabular forms that describe the situation of Kaduna

Poiytechnic training and man-power development. L

1.9 Data Analysis and Interpretation

In the process of analysing the data for this research work the use of

univariate and muitivariate analysls was employed where frequency distribution

and percentages were used. ..

1.10 DEFINITION OF TERMS

-

Man-power Development : It is the process whereby a worker is allowed to

grow on a job through the acquisition of wide experience, and increasing

- confidence resulting from the exercise of varied and tested responsibilities.

Training : Is a relatively systematic attempt to transfer knowledge or skills

- from one who knows or can do to one who does not know or can not do.



Learning : Is the never-ending process of becoming different from what we..
were, .
Education : Is a highly structured exposure to planned learning, the objective

of which is to train the mind.

3

Induction Course ; It is used to describe the training which. an officer receives
within the first few weeks of joining the service.

Refresher Course : Are courses that are short-term Which are organised from
time to time mainly to improve the efficiency and effectiveness of worker’s
performance.

Vestibule Training : It is skill training after employment but before specific
Iljob assignment. ‘
EOn-the-jt:nb Training : Is a systematic method df training given in a normal
.work situation and include for example, coaching and counselling, project
!a_ttachments and planned job rotation.

-Off-the-job-Training : This is a training that is considered for in-service

officers who attend formal courses of instruction in institutions of learning.

Orientation : Is usuaily a brief training effort of a few hours or days in
duration designed to familiarized the new employee with his working conditions
and environment and to give him some basic notions Qf his status and rights as
an employee.

Training Opportunity : Is the chance or p;:)ssibilities offered to an employee

to attend training.



) Criteria of Selection f'or Training : The methqu_ and manner adopted for
choosing officers to atfend training. -

Bonds : Are contractual legal agreement,befween employee and employer on
- the issue of training sponsorship. - - o

Performance Evaluation : Is the systematic appraisal of an individual's

'perfo‘rmance on the job and of potential future development,
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CHAPTER TWO 4

LITERATURE REVIEW AND THEORETICAL FRAMEWORK -

2.1  INTRODUCTION

Manpower development is of fundaméntal importance botli io the.
employe'r and the employee in either. the public or p.rivate sector. It is indeed a
basic ingredient of organisational success because without skillful human
resources organisation will be running at a loss and or will be counter
productive to the Sét down goals of tl;ae organisation. Incleed: as it rightly
observed an unskilled labour force is a tool of limited use while on the other
hand a skillful manpower is a tool that will increase producttvity:

In thi‘s connection therefore, we intend to review various felated
literature so as to make the write up more comprehensive and ilfluminative, In
this chapter the concept of man-power development will be discussed. Likewise
the -importance, objectives, types of training and development \;iil also -b.e“
- articulated and put'in bropér perSpec'tive; Performance evaluation will also be
discussed in order to know what constitutes effective manpower utilization.
Any other related issues will be reviewed.

 There are many sysfems in an,organisation, the personnel system which
i; one for example, is built around the concep.t that employee’s respoﬁsibility is
to be encountered. Employees are recruited and selected because they appear
to be willing to.accept responsibility they are trained to accept it and are

compensated for doing so.
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The personnel system and the organisation must be blended. The
organisation for example exerts influence on. personnel administration for
example, employee recruitment and development efforts have to fit m with the
laws regulating and- concerning equal employment opportunities (EEQ) i.e
Féderél character, states quota, non discrimination of employment and fraining
opportunities based on gender, tribe, rell_gion,l_el_:c. |

Taken as a whole, tl;erefore, the activities of personnel admi-nistration
are supposed to soclve sproblems and help_ the organisation secure effective
performance from its employees. The literature on the management of human
;reScﬁurces Is very éxtensive, espécially as it relates to the means and strategi_gi
Iemployed by management or the organisation for harnessing and directing
human resources towards achieving goals and objectives.

2.2  IMPORTANCE OF HUMAN RESOURCES/TRAINING

J.V. Grant and G. Smifh (1577) opine that “the human resources of most
companies are the most difficult to cobtain, the most expensive to maintain and
the hardest to retain.”! This does not imply that other resources such as capital
alnd materials are not impoitanf only that thé ma'n.agemeht of human resources

deserves special attention because other resources are inanimate and

iunemotional and therefore do not demand the understanding of human needs

and motivation for their most effective utilization.
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In similar view, Thomas K. Connelan (1978) stated that “if an
organisation is to maintain or improve the performance it must improve the

performance of individuals within the organization"z.

Thus, the individuals within and who make up the organisatioﬁ must be
handled with care, developed and maintained if that organisation is to échieve
‘ Iits goals and objectives. The way in which such workers are handled, their pay,
welfare, promotion, training and development go a long way in instilling job
. satisfaction, once this is achieved, the worker is. usually willing to give his best
towards achievement of the organisational goals.

Anstey (1976) felt that “in nearly all orgénisations by far the greatest
asset is their human resources. These exceed iﬁ importance all the cash, land,
buildings, _equipment, vehicles and other phyéical aséets" 3,

- The usefulness of a new schqol 'building for example, is wholly
! deﬁendent on the availability of teachers to teach cheerfully and efficiently.
The value of new equipment such as mining equipment or the police high—way
“radio sets (walkie-talkie) lies not only in themselves but in the contribution that
they~ make to enhancing the output .ancl_ efficiency of the .h.uman bein.lg‘s
Iinvolved. No new technology and are willing to operate the machine efﬁ'ciently.'
Tﬁe importance of human factor has of course been recdgniseq not only
by religiolus people but also some prominent men in history like Napoleon

" Bonaparte, who reckoned that morale was thrice as important as materials.

) ¥
Most authors have agreed that what is lacking is not the human resources per
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se, but the systematic appraisél of the human resources and the dete’r.mination_ B
to give priority to devélobing staff by making the best possible use of them as
the mdst impaortant factor in meeting the organisation’s aims and ql_ajectivés._.
Indeed human resources of a nation is a great assels as well as other
factors of production. Human resourceé of a nation which corﬁprise men and
womern, young and pld indeed are important because they are the ultimate
resources that engage in the production of goods and services of such a nation.
This point was vividly ilucidated by Charles (1992) in which he assets that:-

“"Human rescurces, not capital, not income or material

resources constitute the ultimate basis for the wealth

of nations. Capital and natural resources are passive

factors of production; human beings are the active

agents who accumulate capital; exploit natural resources;

bulld social, economic, and political organisations; and

carry forward national development. Clearly, a country

which Is unable to develap the skills and knowledge of its 4
people and ta utilise them effectively in the national ’

economy will be unable to develop anything else”.

From this perspective therefore, it is a clear indication that institutions of

higher learning must develop and utilise their .manpower effectively for the
Lractical purposes of achieving the organisational goal and obviously Kaduna
Polytechnic inclusive. Human resources constitute the ultimate dignity of a
nation, hence the acquisition of an excellent labour force by Kaduna Polytechnic
will not only do her proud but'QilI be exém:pllary towards her ecdnomic and
human development efforts. Afterall, it is the interactions of people with

natural resources that constitute the development process. The people, are

resources for the supply of physical labour, technical and professional skills
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which are germane to effective and efficient planning and implementation of
development policies, programmes, projects and daily activities.

In discussing the importance of manpower development for accelerated
national development, Hillard (1992) wrote;

"Several important aspects of National Development in no

concrete way contribute to economic development; some

actually make heavy claim upon the economy. Yet the

‘required manpower and important human skills must be

taken into account by intelligent national manpower
n5 . .

policy”.
Many experts have thefr various views on the issues of acquiring skiliful
manpowér. This was 50 because manpower problem is not an easy one to
solve hence these expe?'ts recommend various pdlicies. For instance in
stressing the importance of training in any organisation, Ubeku (1992) wrote:-
. “Investment on fraining and development are wise investment. S
There are many organisations in this country which regard
Training and development as expensive ventures and avoid
Them like the plague. What such organisaﬁons are interested
]? In are the return.”™ P
& Kaduna Polytechnic could not be said to avoid training of its perﬁonnel
pmpletely, but the problem as has been observed is training of personnel
o:_verseas, which is now considered to be an expensivelventure, hence the.
a!ppropriateskills are sometimes not acquife. Also, in his report on the public

service review, Jerome Udoji (1992) recommended that “it should be the usual

practice in all ministries of the Federation that training programmes be



-arranged for staff as a way of improving efficiency and quality of' service.

Training, he said, should be a continuous exercise which should incorporate the

following:-

(@)  Assessing tralning needs '
(b)  Piacing the persons who have undergone training back in organisation so
! that they can apply their new S](I”S and know!edge

1(c)  Conducting the training
(d)  Selecting the most appropriate person to participate in the trainmg effort
(e)  Designing the most relevant training effort to meet their needs. ’

(a)
(b)
(©
{d)
(e)

. and traditional sectors are clearly necessary for the development

In a similar view regarding the importance of manpower development

- and training in any organisation, Appleby {1992) says that it:-

improves efficiency and morale;

provides for succession, enabling qualified replacements to be avanlable, |
raises the standard of personnel

develop supervisors and decreases the amount of supervision needed
leads to a reduction in scrap rate and improves machines utilization. ®

Melser (1992) also said,
“Formal and informal education and training in both the modemn -

of human resources. Any cost benefit analysis must incorparate
the interaction between education and the economy giving
particular attention to education as an investment, the importance
of education economy and the interdependence between education
manpower requirement and development”.®

The issue of importance of training does not end at this juncture, other opinions
]

have been postulated one of which was given by Julius (1992) in which he held

that “since training is an:,f process by which the aptitude, skilis and attitude of

employees to perform specific job are increased, then training must be justified

as it serves to improve the employees’ skill which in turn increases the quality~

and quantity of output”.!® . This assertion is a dear indication which justifies



training by the virtue of the fact that once training has been acquired then
there is the tendency that output both in quality and quantity will increase.

In an article written by Akpan S.W. (1979) in one of the National dailies,
he emphasized the importance of training as follows:-

“An untrained man in the modern world may .... Be a menace

to the society. He is a quack, he knows only the “how” of

things, he has no idea of their “why”. Hence if there is any

trouble anywhere, breakdown in machine or mistake in a L.

ledger, all he can do is to fumble and patch up the trouble

any-how, leading to a more serious breakdown or a greater

confusion. Really, there is no place for the untrained worker,

or even the intelligent amateur.”
There is no doubt that training and human resource development in its entirety
benefit both the employee and the organisation. The organisation can betier
meet its goals by providing employees with new knowledge and skills. Or else
. the employee may be lacking skills and knowledge necessary for performing the
job satisfactorily. When an employee also performs poorly, the reason may not
be that he or she does not want to do the job well. What the employee then
needs is some type of training.

In a nutshell training is the bedrock of any meaningful development and
Kaduna Polytechnic as one of the National and International man'powe.r training
and development centre, needs to equip itseif to meet the challenges of having

qualitative manpower. By do doing, it must increase or facilitate the

development of its manpower.



2.3 THE CONCEPT OF MANPOWER DEVELOPMENT AND ITS
RELATION WITH OTHER RELATED CONCEPTS

It is pertinent at this juncture to understand the concepts under
discourse. Concepts such as development, education, training, learning, human
resources development will be discussed and distinguished. Though the three
(3) concepts of *Education”, Training and Development are related,

(a) MANPOWER DEVELOPMENT

To begin with, manpower development has been viewed as the art of
increasing the skill or knowledge of an employee for doing a particular job. It is
also the process whereby a worker is allowed to grow on a job through the
acquisition of wide experience, and increasing confidence resulting from t'he
exercise of varied and tested responsibilities. The aim of manpower
development is to enable such a worker reach the peak and achieve the best in
his chosen profession. Manpower development can be further viewed as a wide
variety of experience through which management or those being developed
would acquire gneater‘ understanding, awareness, sensitivity, self confidence
and other requirements for effective job performance. The programme of
development typically involves developing specific skills already possessed by
the employee. It is meant to influence the belief, attitude and values of an
individual for the purpose of developing him in his own and in the organisation’s
interest. It makes employees have a sense of belonging which gives room for

job satisfaction and effective job performance.
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David Megginson, Jennifer Joy Matthews and Paul Banfield (1993)
observed that Human Resources Development:

‘is the term used to described an integrated and wholistic

approach to changing work related behaviour, using a range

of Learning Techniques and Strategies”."?

Manpower Deveiopment is therefore very crucial for the success of any
organisation be it private or public. It should not be viewed in isolation but as
an integral part of the whole personnel management and development
programme which should be linked with recruitment of stalf, their promotions
and reports. For an organisation which has a good training programme gives
its employees feeling of security and satisfaction resuiting to an increase in
morale and thus efficiency and high productivity. Cascatter viewed manpower
development as provision made by management to maintain and improve the
performance of the employees after they have been recruited. It is an in-
service training with the view of increasing the competence of a staff. He went
on to say that the much an individual learns his job depends on a number of
organisational factors, such as policy, technology of training and of course
motivation since knowledge changes with time and it is necessary for people to
learn the new knowledge, training them offers individuals a chance to acquire
jobs.

In Charles B. Ndiomu’s (1992) opinion, manpower development is
“training of people to develop their capability on their jobs”."” In this case he

stressed that one can not but equate training with manpower development. He

k1Y)



supports his claims by asserting that despite the various definitions given by
writers, the main idea remains the same. He further asserts that in Beach's - -.
definition in which he stated that ‘Training is the organised procedure by which
people learn for a definite purpose. The purpose of training is to achieve a
change in behaviour of those trained’. From this given definition Ndiomu
recognised the fact that Beach’s definition is that training changes the
bvehviours of the trainee. While according to him Ubeku says ‘training is a
continuous process in any organl.sation’ which also agree with Beach’s definition
of training. ‘
(b)  TRAINING

David Megginson, Jennifer Joy-Matthews and Paul Bonfield (1993)
described Training as “a relatively systematic attempt to transfer knowledge or
skills from one who knows or can do to one who does not know or can do”. **
Training on its part is therefore focussed on the acquisition of specialized skills
that enable one to perform certain tasks. It is obviously recognised to be a
systematic brocess aimed at improving current or future employees
performance level which is achieved through a process of learning.

N.U. Akpan (1982) in his own conviction refers to training as:

“giving employees at all levels sufficient instruction and guidance

to enable workers perform their jobs effectively, and prepare

themselves for promotion, which also gives attitude for prospects

of economic returns and greater personal satisfaction in working.

He asserts that “to equip a person with the knowledge required -

is to qualify him for a particular position, or to improve his skill
w15

and efficiency in the position he already holds”.
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_ While A K. Ubeku refers to training as a change agent. He sees |t as ‘changing
| behawour patterns of newly hired employees to suit their new job environment’.
e In Praeger’s view, training provides new knowledge by keeping people
up;to-date and brushing the existing knowledge, since learning experiences are
powerful sources of stimulation. .
. From the above varied definitions, it is convincing that training and
.(':'Ié.ve!'bﬁrlner'lt‘ df | human. resources are two agreeable concepts with slight
distinction. Perhaps the only convincing difference is that training'i's.;sometimgs"
“seen as a short-term structured and relatively focussed activity,_while the notion
of deifelopment creates an image of a portfolio of learning activities which are
learner or;ented jointly managed and have a longer time span. Training is
p.u.rpc.zsely fof the low level ‘employlees who néeds specific skills. The emphasis
i§ that Human Resources development takes place after acquiring the specific
skills while training is orgamsed to acquire the sknlls |

--;..

@ LEARNING |

: Regardlng these concepts of Tralnlng development and learning, there -IS
unfortunately no cons:stency of def‘mtuons here. Training can still be used to
describe learning which takes many years to complete, and development can
include learning experiences which have a powerful effect but are over
relatively quickly. The simple rule is, know what yéu meén, explain Jlto others
what you mean and agree on an acceptable compromise where differences

exist. In David Meggihson, J.).M. Matthews and P. Banfield's (1993) views,



learning is “the neVer—ending p'roces's' of becoming different from what we
were”.** Moreso, it is important to note that learning is the intended outcome
of' training., This is quite true because by no stretch of the imagination could it
be said that learning always occurs in training programmes. This Is so in that
boredom and frustration are as much as part of the experience of training as
learning something new. A simple explanation for this according to David
Meggmson (1993)

s that very often a training programme involves participants

who are there for the wrong reasons. They either already

possess the capabilities which are the intended outcome of

programme, or find the whole or parts of the learning

experience a major turn-off and basucally swntch their cogmtwe

mechanism to neutral”."’

(d) EDUCATION -

The term Education is viewed tb be thé general development of man, his
moral, knowledge and as well contribute to the 'gro'wthll 6f Speclali_satioh,
physical, mental and _spiritual develop_rhent of a person. While the Oxford
Dictionary deﬂned edﬁcaﬁdn as systematic tfaining and instruction eS;ﬁeciaily of
the young ones in schools or colleges. Or the knowledge and abilities,
development of character and mental powers, resuliting from.'su'ch trainimg:'
According to David M, J.J. Matthews and P. Banfield (1993) education
conventionally is “a highly structured exposure to planned learning, the
objecfive of which is to train thé mind”.!® What has been vividly construed from
the definition of education lwas that it is wholistic because it encompasses both

training, leaming and even development. This is quite true in that it is in the
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process of acquiring education that one I‘earns, becomes trained and his
personality developed.
() DEVELOPMENT
s This concept like other concepts that have been discussed s relative.
Maﬁy authors and writers have tried to déﬁne .the cbncept o.f training and
devéIOpment with reference to either the public service or the private
organisatioﬁs. Most of them basically agreed on what these té'r'ms mean and
whateyer differences might exist are just a question of style or semantics. For
" instance Walter Rodney (1980) conceives development as “increase skill and
. capacity, greater freedc;m, creativity, self—dlscipliﬁe,l re'spl’.onsibility and rﬁaterial
 \| 1.4'«vel_l—t_3eing.lg From this perspective it indicates that de,veloprnent does not only
rl;er.na.in ét fhe level of increasing one’s skill and capability, rather even 'his
" material well being is considered to be part of development that is at the
individual level. Furthermore, David (1993) considers development as “a long-
~ term pracess designed to enhance.potehtial and effectiveness”. %
| From_the concepts’ definition one can not but equate some of the
concepts wif.h. one another. It is agreed that to train is to increase skills and
capacity, likewise to develop is tc; enhance potentiai of workforce in relation to
personnel management. Moreso, Reilly (1979) conceives of training as. “the
. development of a person’s knowledge, skilis and attitudes for a vocational |

n 21

purpose”.©  This definition Is an attempt to distinguish between training and

“education which are concepts that are very much inter-related.



:.-.Training, according to Tickner is less ambitious in its scope than
edﬁcation which includes the complete upbringing of the individual from
| childhood, the formation of character, of habits aﬁd manners and of physicai
and mental aptitudes. We can not however ignore the fact that t.he_rel is a
irt=:lati.:msh'ip: between training and educatioh as évery trainee rﬁust havel
| received a measure of education and as the matter of his success while in
”training may depénd to a large extent on his educational back-ground. The
word: | o -

-t “tfaining is écceptéd as a synonym for all the forms of k.nowledge
' skills and attitudinal development which adults need o keep pace
with accelerating life involvement and the enlarging concept of
man’s capabilities,”*?
In fact some people have agreed that it is animals that are trained while

people are developed. This argument only has merit to the extent that 'training
more frequency relates to skills, Acts that are routine in nature and N
predetermlned tasks, performance of whlch has become mechanlcal i nature
and do not call for much initiative or originality fall under training. The
protagonfsts of this argument contend that:

“development unlike training, is concerned with the growth
of the whole man, the expansion of his ability to utilize his
capacities fully and to apply his knowledge and experience
to the solution or resolution of new and different SItuataon" 3

- . I

The two terms are closely related and are aimed at achieving more or less the

same objective — that of improvement of the present performance of

" aa

‘incumbents. One can actually argue that training is the basis for development



" and that the later is an extension of the former. However, in terms of timg,
| development is Iong range while training has a short or more immediate
objective.

The issue of Education and Training has also been discussed by some
i economists. One of them, Todaro (1992) sees the linkage between education
and development as a two-way process.

“"He says thaf by, reﬂectingi the socio-economic structures of the

society in which they function, educational systems tend to

perpetuate, reinforce and reproduce that economic and social

structure. On the other hand, educational reform, whether )

introduced from within or outside the system, has great potential

for inducing correspending social and economic reform in the

nation as a whole”.?*
This is quite true, because the kind of educatlonal system a society operates is
believed to have an effect on the socio—economic system which obviously
 affects societal development. In view of this perspective from individual view

poiht, one Is convinced that the kind of educational background one obtained

will definitely determine his orientation, his mental alertness, in short his mental

- development and consciousness will depend on the kind of educational system

In operation.

2.4 OBJECTIVES OF THE TRAINING PROGRAMME

B v -
L 3

Training must be related to the goals and objectives of institutions of
higher learning and to specific job needs in the service of Polytechnics. What
then are the broad aims and objectives of training in the institﬁtion of higher

learning as a public organisation? As earlier stated the p'r"ime objective of



| establishing Polytechnics is to provide the immedi.ate and futuristic demand of
| tr;e nation’s middle level Imanpower. Moreso, the institutions provide diverse
training and research in Technology, Sciehces, Commérce a_nd humanitiesb.
Furthermo;e, .courses in in-service instructions for members _of the public
~ services in Nigeria in geheral and the Northern State§ in. pa'rticulaf _é:re also
~ provided in Kaduna Polytechnic. |
In this fegards therefore, the staff of Kaduna Pblytechnic re_qLiire to be .
trainéd in order to meet up with the bressing demand stated"z‘lbove. The
.purp'ose of training and developing manpower of Kaduna Polytechnic to be
more spéciﬁc, Is to Improve the effectiveness of its manpower b)}"-increasi'n'g the |
capacity and efficiency of Pfﬁcers to carry out their functions. The prime
. objecti:ve of traihing is to promofe human learning while learning itself can be
- operationally defined as 'a relatively permanent change in behaviour that occurs
as a result of practice or experience. Here, the independent variable, which is
'_ practice or experience and the dependent variable, that is, cﬁange ih behaviour
are susceptible to observation and verification. The effectiveness of training
and development progf'amme depends on the assessment of what is to be
learnt, how this may be achieved, the provision of relevant practice or

experience and the evaluation of results. R
The process of recruitment, selection and placement involves ﬁnding
suitable candidates to fill available vacancies and then placing the recruits into

jobs where optimal utilization is made of their talents. In the Nigerian




Polytechnics including Kaduna Polytechnic, the criteria other than absolute merit
| as determihed by technical qualification go into making appointments and
' placement decisions because of the political and social éhvifonment. This
means that such decisions can never be rational as they are not always based
entirely on objectivé cfiteria. Even if these decisiori_s were rétional, changes in

the technological, economic, legal, social or political enviconment both inside

.a!nd outside the ir;stitution of higher learning create the need for further
improvements. This improvement can only be brought about by the acquisition
of new information skills, attitudes or patterns of social behaviour. One of the
means of achieving this is by training, -refraining and development., Other
methods of achieving the same goal include r‘eplacement_ of poor performers,
imposition of controls, coercion and iﬁéreasing the pay level.

The purposes and aims of training and‘development could be considered
ll‘l many ways. It aids the individual trainee initially to do-.his work more
efficiently. At the corporate level, training increases and creates the team spirit
which is a requirement for the successful implementation of the pro_grémmes c_}f .
the institution or government. The sﬁccess of a ftraining scﬁeme can be‘
measured in terms of the efficiency of the organisation resulting in the. quality
of the service it renders to the people. The informal training pr.dvided b\.;- the
regular supervisor on the: job has specific objectives tod, viz, teaching
‘employees how to use prescribed forms, file documents, how to handle toals

v
and specimens or how to attend to the public. Formal training courses on the



other hand may be designed to serve a r.lumber of ends ranging from the
exp.lanation of anew set of rules to the devélopment of skills of top managers
who are concerned with planning national development. .Thé SixX (6). general
purpose of training in public service, according to the United Nations can be
'sumf__“arized as follows:- e : . |

1. Efficiency: Training is provided for civil servants in ordér to increasé
tﬁei;' efﬁciency. Efficiency, in the tradition of scientific management is
synonymous with economy in operations. An operation [s said to be efﬂ;:i;ent if
the objective is achieved by the use of smallest possible amount of personnel
and resources of fund and materials. Training is therefore aimed at gétting civil
servants and or ‘public! servants’ to speed up their work, eliminating waste,
e%ﬁploy ménpower and material resources to greatér aﬁvantage and reduce the
cost of the activities put in their charge. | -
2. Economy in Learning Time : One of the objectives of training is to
speed up the learning prcjcess of officers assigned to hew jobs. Learning by
trial and error is costly and consumes time whereas this is opposed to the
objéétive of. efficiency. Governments of developing countries with their much
limited resources can ill afford this. Training in these countries — which ére ina

hurry to deveiop ~ should, therefore, aim at bringing their public services to a

| satisfactory standard of performance in a relatively short time.
|



3. - Elimination of Faults : The Asheton Committee (1944) enumerated
the traditional fauits of the civil servants as “over devetion to precedent, in-
accessibility and faulty héndling of the general public, lack of initiative and
imagination, procras‘tination and unwillinéness to take responsibility or to take
decisions”.®®

It ié; often sald that civil servant should be seen énd not heard, hen_ce the
average typical bureaucra_t shuns publicify, it excessively cautious and. insistent
onn formal ruies. All these defects are eviﬁent in the Ni-gerién publié services
in addition to the prevalence of bribery, corruption and nepotism. These vices
are some times evident even in institution of higher learning.. 'j,'hus a welfw
planned and propeﬂy executed programme of training and development will
attack or at least reduce these vices or some of them to the bearest rﬁinimum.
This rheans that such training courses should include rﬁaterials relating to
societal value system, com;11unication, human and public relations.
4, Morale Building : Training is one of the ways open to managément to
improve the morale of staff of an organisation because selection to take part in
supervisor is interested in him. It gives the wdrker an opportuni& to raise his
stanclard of performance which will consequently lead to self-improvement.

However, care has to be taken so that the employee does not perceive his

selection for a training course as an indication of deficiency or shortfall in the

H)



performénce of his job. Training courses may have negative effects if flley are
misconceived in this way.
'

5. 'Career Development : Training, if it is properly handled, has the effect
of developing participarts to take more responsible positions and thus advance
by way of promotion and re'assignments in a satisfying and rewarding career.
This does not mean that training should be aimed purely al anticipated
promotion, but rather better accomplishment in the present position serves as a
strong recommendation for promotion. Training should aim at broadening the
horizons of officers, prepare them for higher responsibilities and enable them to
r.:each the limit of their potentials. \
6. Improvement of Administration : This is the all inclusive pﬁrpose of
Fraining and manpower development, It is one of the methods of bringing
about reform in public administration. Training is perhéps the method that is
most conducive in bringing about quick results with a relatively smail-
expehditure of both time and effort. The introduction of administrative reforms
is however not so easy and immediate. This is because participants in a
training programme may go back to serve under conservative ‘superior’ officers
who will be opposed to putting the reforms into operation either because they
themselves did not adequately benefit from fraining or due to sheer aversion to
t.;hange that will necessarily result from reforrﬁs. It is fool-hardy to assume that

good preliminary training is enough to elicit a high standard of willing and

effective service. The standard set during training can only be maintained if
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there is a good supervisor, training, as we noted earlier, is one of the functions
of supervision as it is the supervisor who gives instruction to ensure that
innovations that come up from time to time are successfully incorporated into

the work of the group.

' 2.5 METHODS AND TYPES OF TRAINING

A review of literature on this subject reveal that different writers classify
training in various ways. Some do n(_)t even ‘make a distinction between
typology and methodology of training. Sor_né writers classify training into
formal and informal types according to the nature and method of training under

consideration.. Informal training is a common feature in most organisations and

- usually takes the form of on-the-job training. There are also the pre-entry and

post-entry training representing training received before and after entry in the

-service. Informal training refers to the training which an officer receives while

on the job and it is usually post-entry as the officer receiving it, is already"é

'member of his organisation. The training takes place in an actual work

situation. This can happen in two ways:- either when an officer learns by

himself while carrying out his daily assignment or when as a subordinate staff
) _

. he learns on the job as a result of his interaction with his superior or senior

officers. Although such informal training is.unsystematic and its result difficult

to measure, it is inevitable as there is so far no known substitute for

" experience. Learning by imitation and by trial and error are attitudes that are .
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:‘.normally acquired informally and can therefore be rightly regarded as informal
training. |

Formal training and manpower deveiopm_ent for the burpbse of this
research, consists of an actual study course, with lectures, seminars, work
projects and written. reports. It may lead to a professional degree/diploma, or
to only a certificate of satisfactory comptetion of course. It may be given
during the early period when the young officer enters the careef service or later
in the service. It may be full time requiring a period of leave of absence for an
officer. It may be part time in a special training institute where at_teridance is
confined to go many hours a week. Finally, it may be given at home or.
abroad.®

The determination of training needs is a pre-requisite for“a succes‘sful
training programme. There are four (4) identifiable sequences in which this can
be done. The first sequence is knowing the job, which involves outlining and

¥
desi:rlbing the job completely and accurately,: communicating its requirements

dearly, comprehensively and understandably. Secondly, Iit involves knowing the
\;vorker, so that his skills and motivated efforts can be fully utilized. The thirﬁi N
sequence is knowing the prospect its cl1ahge so as to understand and prt;ject its
effects on the organisation or department; this helps in preparing the workers’ |

skill and understanding. The fourth and final sequences is knowing peoples

potentialities so as to guide them in development preparation and progress.?’
|



Novit M. S. (1979) identifies a number of elements or steps involved in™
training. These steps can be graphically represented as follows:-

FIGURE 2.1 — ELEMENT OF TRAINING

Problem Budgct > Participats
analysis preparation 4
\ 4
Job Program Implementation
Analysis desipn
Truining » Panticipants Training
ohjectives analysis l Lvaluation

~ Source:- Essentials of Personnel Managemént by M. S. Novit, 1979, page 112,

(a) Problem Analysis — Training is always contemplated as a result of
some sort of Idissatisfaction with the statusquo. This means there is a
deficiency either present or foreseen which makes training necessary.
Therefore the first step is to precisely define what the problem or deficiency is.
The training Department/officer must, - however, ensure that a"‘ training‘.__‘
deficiency is wholly or partially the cause of the prablem.

(b) Job analysis — This is closely related to analysing the problem ahd the

two are critical first steps in designing any meaningful training programme.
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(c) Developing Training Objectives — The establishment of specific
training objectives provides the basis for proper programme _,tﬁesign and
evaluation. The objectives should be positively stated solutions .to the 'proble‘rhs
thét are identiﬁed in the first two steps.
(d) Programme Design ~ This refers to the actual traiﬁ]ng itself which
represent the contact point for brining trainees together with those experiences
which are expected to modify behaviour in the desired way. The ﬁrogramme
could be designed to ;Je implemented in either of the two ways; on-the-job or
off-the-job.
(e} The Budget — Training generally and formal training in particular'cai"rbe'
very costly for the organisation. The cost may be direct or indirect. The
question of budgeting for training is an important step or element in the
planning and execution of any training programme.
(N Orientating Participants - Participant orientation is én .important but
often neglected step in formal training. Most often trainees are sent on training
. courses without giving them an\,; idea what-so-ever of what is expected them or
why they are selected. Prior to starting a training cburse, an officer ‘trainee'
should be thoroughly and comprehensively briefed — they should know the
basis for the selection including the objectives 6f the trainingl. Such preliminary
Ibrieﬁng has a strong motivating effect on the trainee. Programmes that are

well planned enable the trainee to realize his personal goal as well as those of

the organisation and they consequently serve as a strong motivating factor.
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' (g) Evaluating the Outcofne — This is necessary for deterrn.Ining; whether
the training should be continued in its present form or it shouid be modified or
"discarded completely. T\he organisation must undertake a cost benefit analysis
to' ensure that the benefits being receivéd from a particular training are
commensurate with the costs. This, again, is a difficult but not an impdssible
step to undertake in public service because the public service is by and large‘-
service oriented and mast of the serviceé rendered are intangible and therefore
difficult to quantify. This argument can however be a camouflage for the
preparation of inertia. After all, as a result of training whether in the public
service or private sector one can always know if learning has occurreci and if
’l'chere is a measurable behaviour change and both of these are contributing to
ti\he attainment of organisational goals.*®
| From the above categorization of training into formal and informal, let us
clonsider thé types and methods of training.
IINDUCTION COURSE : Induction course is used to desciibe thg trainiﬁg
whiéh an officer receives within the first few weeks of joining the service.
During this period he is‘ introduced into the ;c,ervice through formal lectures and
seminars. Induction training can actually be regarded as a continuation and a
rounding-off of the pre-entry preparation designed specifically to. prepare t‘he'

recruit to perform the duties of the position to which he is assigned and it may

last for some months.
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The first few weeks of any one on a new job are difficult and trying
especially if such a person is taking up a new type of job. Therefore, a good
word of welcome and encouragement will count much in building the new
employee’s loyalty to the organisation which is necessary to enable him give his
best at work. On the other hand, any careless handling during these early days
may do incalculable damage which may take months to heal. More can be
done to make or mar the new employee’s future during his first few days than
in weeks at any other time. Induction courses in organisations should aim at
achieving certain objectives. First, it should aim at building a fully integrated
workforce of an organisation. Secondly, it should serve the end of familiarizing
the newly appointed officer with the orgaﬁlsational structure and function of the
service with emphasis on the functions of the officer's own department oF unit.
Thirdly, induction course should aim at laying an early solid foundation for
esprit-de-corps among ofﬁce!'s. In doing all these, the new officer is given a
feeling of confidence by making sure that he has adequate knowledge of the
conditions of his employr’nent, inducing his expectations and aspirations in the
organisation.

An orientation time could be integrated with the period of inductior.
Orientation which may be preceded or be combined with induction training is
usually a brief training effort of a few hours or days in duration designed to
familiarized the new employee with his working conditions and environment and

to give him some basic notions of his status and rights as an employee.



\ IN-SERVICE TRAINING : In-service training has come to be recognised as

|

‘off-the-job training as participants are serving officers who attend formal
courses of instruction in institutions of learning. This includes courses of study
attended\ by serving officers and which are aimed at supplementing their basic.
knowledge and at enabling them to develop additional skills for improved
performance. The courses may be of long-term or short—terfn durations.

Officers are sponsored to attend courses in residential training institutions which

" make the courses off-the-job training.

REFRESHER COURSES : Refresher Courses are short-term courses which are
organised from time to time mainly to improve the efficiency and effectiveness

of worker's performance. It is a vital tool of development for all cate'gor'ies of

~workers because through it those in the professions are constantly exposed to

new developments in their areas of 'spetiality while others are kept abreast of

“modern management techniques and their application in government business.

Refresher courses when properly executed serve as a means of keeping up to

date with changes in modern management techniques in the public sector.

[}
- They are essential techniques in training and retraining as they are capable of

aiding employees to develop better worlf. ethics and to make them more
gﬁective in service delivery, Re-adjustment to the changing roles of officers as
a result of prométions, postings and re-assignments can be achieved throg_qh
this type of training in addition to helping serving officers to keep abreast with

the needs of the service. The manpower development section of the



administration department is supposed, as a matter of policy, to conduct
;'egular refresher coursés, seminars and symposia for all categories of staff of
Kaduna Palytechnic. | )

VESTIBULE TRAINING : This normally follows. induction training. It is skill
training after employment but before specific -job assignment. In practice, this
involves the preliminary explanations giVen o anew enjployees in h_is
departmer;t on how to carry out his duties before he actually starts to perfo‘rm
the function. For example, oral instructions for manipulative executive and
é.lhdministrative officers on the classification of files, filing and minuting
procedures also handling lectures and equipments are. all instructiops given to‘
newiy recruited officers which is known a;s vestibule training. y v
ON-THE-JOB-TRAINING : On-the-job-training is a systematic method of
training given in the normal work situation and include for example, coaching
éﬁd coun.selling, praject aftachments and planned job rotation. On-the-job
traininlg is considered as a valuable part of personnel development as an
instrument for Improviﬁg job performance -and effectiveness. It is an almost
continuing, inherent process during the entire tenure of a worker and spreads
through in any job or working situation, though in an intangible form. There is
always evidence of on-the-job-training in any learning or training situation. It
is, however, not always passible to isolate the contribution of on-the-job-

training for the individual or organisational development.



There are many advantages derivable from this method of training if its
ex_ecution is properly gujded. One of this, is its practicability, in the sénse that
the training is tailored directly to the job. It is real and relevant to the trainee

; and the need of the organisation so that the problem of transferring what is
; learnt to the Wbrk situation does not arise. People learn most from real live
issues and on-the-job training involves real live issues as opposed to theoretical
“concepts.which will .later. need-to be.applied to- real - situations.. On-the-job-
itraining can be effectively controlled and monitored and can' be applied

. continuously over long periods while maximum advantage could be made of its
i .

lInfinite flexible nature. In the case of acute shortage of personnel, on-the-job-
training comes readily to the rescue as people don ot really need to be removed

from the job; it is the co-worker or the supervisor that takes the responsibility

¢

|
ifor showing the trainee how to do the job. It is essentially a process for

learning by doing.

| There are, howlever; 50Me Serious dréwbackﬁ of on-the-job-training. The
demerits centre mainly on the narrow perspe_ctive of the method. _ External
courses or off-the-job-training brings the trainee into contact with otherL
managers a.nd new ideas, thus enabling cross fertilization of ideas to take placé.
In addition on-the-job-training deprives the trainee the benefit of exposure to
new ideas and experts opinions as specialist knowledge may not be available in
hig own organisation. Besides, external courses offer the trainee wider subject -

B

matter, broader outlook and in-depth study. The benefit to the tréinee of being"'
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away from the work situation is positive advantage in itself besides aiding
concentration by avoidance of interruptions.

APPRENTICESHIP : This is one of the oldest forms. of training whose origin
can be traced as far back as to the middle ages. In an apprenticeship setting
the trainee is paid less than a fully qualified worker, and the apprentice under-
studies a master during the period of apprenticeship. This mode of training is
commonly used in the skilled trades. This method is hardly used in the training
of senior professional officers.” |

2.6 PERFORMANCE EVALUATION

One of the oldest, most widespread and controversial areas of personnel
administration is performance evaluation. Beach (1975) defines it as:
“the systematic evaluation of an individual’s performance on the

job and of potential future development. Through appraisals,

organisations evaluate the work of employees communicate how

they are doing and lay on plans to help them develop”.™

One author calls performance evaluation, the most challenging personnel
programme confronting the organisation, and when done correctly and properly
Berg (1976), says is an “essential adjunct top roductivity”.” |

Pattern (1979) explained that performance evaluation has remained an
unsolved problem ti'lat is an enigma in human resource management.
I'I'heoretlcaily, performance evaluation focuses upon the past, present and
future behaviour of employees, but in practice, we need to distinguish between
present and past performance and some estimate of an employee’s future -

performance review to the present time.”  Obviously, it is from the

il



performance evaluation of individual employee that the effective utilization or
non of it will be realized.

Normally, an evaluation should be given annually, with the exception of
employees in a probationary status.

2.7 THEORETICAL FRAME WORK

A theoretical frame work is required at this juncture that will be used to
serve as a model for this study. This will enable the researcher to use it as a
tool for analysis. This assessment of manpower training, development and
utilization in Kaduna Polytechnic which is the focus of this thesis require an
appropriate frame work which can serve as a guide in the efforts of making this
assessment.

In this study therefore, the Qiagnostic approach was adopted as a
model for analysis provided by 1. L. Goldstein. He provides this approach as a
training process. According to this approach the training process must have a
wholistic view of what actually is the desirable training need of an organisation.
Itis until then that appropriate measures regarding training will be taken.

According to Goldstein, a model of the training process involves four (4)
steps activities which include the following:-

(a) Determination of training needs and objectives
(b)  Translating them into programmes
()  Selection of trainee and training methods and aids.

(d)  Evaluation of training programmes.
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The manner in which each steps relates to each other is presented in
figure 2.2 below:-

Training model:-

Assessment Training and Development Evaluation
Phase Phase Phase

Assess
Instructional
need

Derive P Develop
Objectives Criteria
e ——] *

‘ I

Pratest tratnees
Develop programme bascd l

Lin desired ontcomes
learning principles

organisational constrainis Momitor traming [Mfmernem
characteristic of trainees l
Conduct Training I—L\.llu.llmu training <

I

Evaluate transfer €

Source:- Adapted from Training program: program Development and evaluation

by I. L. Goldstein: Personnel a ‘diagnostic approach — 1982 P. 415.



- From the figure provided above, it can be seen that the first step in

l managing training is to determine training needs and setting objectives for

these needs. In effect, the trainers afe preparing al training forecast. This in

essence is the assessment phase in figure 2.2. Assessing the need for training

is one of the most important aspects of training, because other aspects hinge

on it. For example, the programs and techni.ques utilized will vary according to
the identified needs of both the individuals and the organisation.

Goldstein (1982) observes that ‘on the basis of néed asséssment
techniques, what should be possible to determine what tasks are performed,
what behaviours are essential to the performance of these tasks,. wha.t type c_n_‘ :
learning is necessary to acquire those behaviours and what type of instructiona.l‘
c_ontent is best suited to accomplish that type of learning. Unfortunately these
steps according to Goldstein remain the most elusive aspects or;-'the des.ig;n of
training systems,>* \

He then buttressed that one way to ahalyse training needs is in a
framework of three (3:) sets of analysis: organisational, operational and
| individual, | | |

]1 | Organisational_Analysis : Organisatibnai analysis is the procés‘;s TI‘JF
determining where in the organisation training efforts are needed. A thorough
analysis might look at organisation maintenance, effectiveness and climate.

;'(a)- Organisational Maintenance Aims : This analysis looks at employment

planning and ensuring a steady supply of critical skills and management. An
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invento.ry and projection of personnel, points out the need t6 develop talent
that requires a long training time.

(b)  Organisational E iveness : A major goal in the diagnostic model,
might include labour ::osts, output quality and quantity, or various efficiency
measures, Training managers examine the strategié objectives and results of
employment planning. Past tralhlng programmes that have met “the.
organizations needs are reviewed. These reviews are necessary because
organizational needs may have changed, and the personal characteristics of the
people to be trained may have changed. Therefore the organisation’s
achievement of objectives must be examined in order to discover their

successes or failures and which of them require training as remedy.

() Organisation Climate : TI-‘lis is the value system of the organisation, or
the feelings and attitudes held by its members. Tr;ining and develdpment
progrardmes' can be used to reinforce current behaviour patterns or try to
change them.

2. Operational Analysis : At this level, training managers analyse the
specific ability needs determined by job' descriptions and speciﬁtations. They
may also abserve the job performance of wo;‘k groups and survey job holders,
supervisors, training committees, and others. The results of ‘units output, its
efficiency and effectiveness can also be analysed to determine training needs.
Specific training requests received from opérating managers provide other

inputs to training needs.



2 Persons Analysis : Moving to the individual employee’s training needs, -
training managers can assess individual performance (Performance evaluation),
By this time, the importance of individual employee effectiveness in the
diagnostic model is recognised. Analysis of the individual cemﬁloyee can be
done by interviews, observations, attitude surveys or objective records of
performance.

In considering anI individual's need for training, the manager must be
aware that individual differences affect not only needs, but also reactions to
training programs. Individual analysis of specific needs and the selection of a
program that suits his need is preferred than subjecting or exposing the whole
class of employees to a common and the same training program.

A training or development program will be successful only if it meets the
needs of participants as well as the organisation. If a person sees no
applicability of a training or development program either to the present job or
the career, then it is a useless activity and a waste of resources. Hand-in-hand
with the training needs is the assessment of both the organisation and
individual employee objectives so as to arrive at the establishment of the
organisational training objectives.

Having assessed the training needs and objectives the next step
provided by this trainihg model is to translate these objectives into training
programs. These objectives will be a guide to the formulation of the content of

the program. It was observed that the objectives for the program, or the
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desired terminal behaviours, should be stated in such a way that the success or
failure of the training program can be ascertained through reference to theéé
objectives.

The next step is to conduct program. The program will be conducted
after the needs and objectives have been determined, a program designed and
trainees and trainers have been selected. The selection of trainees who will
participate in the programs is obvious, the program may be designed for the
new employees or to help reach equal employment opportunity (E.E.O.) goals
or to retain older employee whose skills may be obsolete. If formal selection
techniques are not used, quotas, supervisor nominations, seif-nominations, and
seniority rules may be developed either unofficially or officially as selection
mechanisms for the programs.

This step of conducting training in-cludes scheduling the program and
following up on trainees progress (e.g on-the-job, off-the-job, etc). Once the
program to be adopted is decided, then the best methods to use for the training
are determined (e.g lectures, conferenk:es, simulation, role playing and
programmed instruction).

The final step presented in this training model is the evaluation of
fraining programs. Evaluation is defined as ‘the systematic coll;'ection of
descriptive and judgemental information necessary to make effective training
decisions related to the selection, adoption, value and modification of various

instructional activities,*
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Essentially, the evaluation needs to be made by comparing the results
with the objectives of the program that were set in the assessment phase.

- Itis, therefore, this training approach that this study intends to adopt as
amodel The study will look on how needs and objectives of the organisation
and of individuals are assessed ln Kaduna Polytechnic before c0n5|deratlon is
made for designing appropnate program for training and development. Moreso,
the selection of trainees and how individual trannees and the training programs
are assessed and evaluated as provided in this frame work will be used as a
modei for assessmg manpower development and ut:hzation in  Kaduna
Polytechntc It is the believe of the researcher that the diagnostic approach as
a model for assessmg manpower training, development and utilization is

appropriate for this study and will be adopted as a frame work for analysus.
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APTER THREE
BACKG ND OF THE STUDY

3.1 ENT IN
NIGERIA'S PUBLIC SERVICE

)
There was no mention made of any training policy in Nigeria before the

Report of the Gorsuch Commission on the public services of the Governments in
the Federation of Nigeria (1954 — 1955). The commission expressed the view'
that training was a pre-requisite for an efficient public service. The commission
was of the opinion that it was not enough that the structure of the public
services should provide the avenues of advancement and therefore advised that
there must be, in addition, a comprehensive and coordinated system of
training. On planning of training for the future the commission said;

W

..... it will, the commission feels, be necessary for each government

to undertake a comprehensive review of training facilities throughout

its services. There is a distinction as well as a relationship between

pre-service and in-service training. The recommendation is that

government should set up a standing committee on training ..... to
examine how far the established facilities ..... can be used for in-

service training.’

M.O. Onivehu in his M.P.A. thesis 1985 observed the submission of a
writer named Mr. C.0. Lawson that the beginning of training and education of
the Nigerian Public service is traceable to the colonial period when the first
senior level training programme was introduced in the late forties for officers
who were required to undergo a one-year course in British Universities, namely

Oxford and Cambridge. These courses — “Devonshire” courses as they were

known were meant largely for expatriates in the Nigerian Civil Service.” In
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contrast, he observed thé earliest trainiﬁg progi‘ammes designéd exclusively for
Nigerians started at the Nbrtﬁém Provinces ClericaI_T_raining College, Zaria (Now
Institute of Ac.:lministration, Zaria) founded in 1946. The writer of the articie
under __revlew talked‘ on various types and mefhoclé of training viz, inclljction, in-
_sérvléé tralﬁlng and refresher courses and the problems associated wli,th them.
The emphasis of the writer was on institutional development for tra'iﬁ}ng in th,e_.‘
. Nigerian Public Senrii:es.and he called for coordination- of training activities in
 the country to achieve an effective public service.

M.O. Onivehu (1985) further commented on the article of the Editor of
ti;é Quérterly Journal of Administration on Staff Development in the Public
‘ Sefrvice; that even though the article was meant to examine the immediate post
war training needs of the Federal Public Se;vice, it has much relevance to the
civil services of the federation for all time. Since that article was published, the
Federal Government has issued a policy on Stéff Deveiopmer;t in the Federa‘l‘
I-”;ublic Service dated 30" April, 1969. In the white paper, the Federal
government pointed out the urgent need for a systematic, sustained and
;regular programmé .c.>f action for the deveiopment of civil servants. On the
i inadequacies of the then existing training arrangement the white paper Istressed

i the need for training consciousness thus:
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“The major problem observed is the lack of training consciousness
in the service. A larger number of civil servants are not aware of
training facilities and have not received any training since their
appointments even though a good number of these have been
serving for many years. There is no effective machinery for
work analyzing situations from time to time and deciding when
training will help and who should be given training with the
result that training is done haphazardly. In many cases
supervisors are unable to see the need for training, in others
they are reluctant to release their good men for training for

fear of a temporary loss in production. The strains imposed on
an already over burden civil service by the rapid changes and
tremendous expansion in government services in the past few
years and the complexities of the problem of reconstruction

that lies ahead, all point to a need for conscious and vigorous
effort by government to developed well trained workforce so
that civil servants are ale to serve their follow citizens more

w3

effectively and at a .lower cost”.
There is a tenden.cy. to think that these comments were only relevant to
' the post civil war period because of the rol.elthe (_:ivil servi;e had to play in the
programme of reconstruction. BUt-th_is will not be ‘co'rrec.t Eecause the civil
| serwce must always be adequately equipped to carry out its functions which are
esse.ﬁtially the same no matter the type lof government, be it Mili'ta:ry or Civi!ié‘ﬁ',
Parliamentary or presidehtial, that is in power. Whatever may be the case, the
statemeht, made over some years ago is still very much applicable today to the
civii services of many stat?s. It is stiil a matter for concern that many Ccivil
servarlits do not benefit from any course of training after many years of their
entry to the civil service. L L ©

The main thrust of the editor’s article is the fact that success in staff

~ Development in the public service is a sinequanon for effective planning and

implementation of national developm_ent programmes if Nigeria’s tremendous
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r'n.a:npdwer potential is to be used productively and effectively. One of the most
vital matters to the future developm_er_ll_tl _Qf.b!.ig‘?r__i?{. the Fdi_tor contends, is staff
| development policies and programmes in the public service, si'nce'v'effective
planning coordination and implementation .of development proje:cts, the
provision of efficient services to the public and the attainment of the h.ighest
administrative and professional standards are all dependent on souhdly
conceived_ and properly executed staff Development programmes.“

Talking on the implications of the Public Service Review Commission’s
| Report for management Education and Training, Chief Udoji (1970) who
happened to be the ;hairman of that commlsslon - emphasized that the most
| critical of the training is that for those he termed the civil service leaders’, these
are Permanent Secretaries and Executives of Corporations. The implication i;
that ﬁ1ana§em,ent education and fraining must b;e lof ve;ry high standard if théy
| are to adequately cater for this calibre of 'top_ managers. Ironically however, it
is this category of public officers who scarcely find time to attend management
céur.ses. This 'is always on the .p.ret'ence that their services . to their .
organisations are indispensable even temporally.’ Sometimes this type of
-~ attitude is alttriblutable'to lack of appreciatio_n of the value of training and
retraining' while to others it is just a cover up device by such executives top
revent other people from uncovering the skeletons in their management
',cupboa‘rds. This has even manifested itself in accumulation of annual leaves by
Ch_ief_ Executives who refuses to go on such leaves on the ostensible reason that

‘ .



the exigencies of the service demand that it should be so. Whatever may be
the case, there are bad management devices which training should aim to put
right. This is the reason why throughout the volumes of the commission’s
report constant allusions were made to the need for equipping public officers
with requisite skills that would enable them to funCtIon effectively in the
achievement of developmental goals.

The ASHBY Commission Report of 1969 submitted to the Federal
Government of Nigeria constituted the foundation for a sound and a practical
analysis of Nigeria manpower problems especially within the frame work of the
nation’s developmental needs. It also examined salient issues such as higher
education in Nigeria and above all sought to give a directional guidance towards
the pursuance of a national policy for manpower development. The commission
recommendation formed the basis for most of the educational and manpower
programmes of Nigerian governments. This is evidentially shown even by the
content of Federal or Regional Government Development programmes in the -
“First National Development Plan’. |

With this experience, it is certain that for any nation to develop its
manpower potentials for its developmental needs, a solid founda‘lion by way of
elaborate training and educational programmes and schemes must be put in
place. This is why the government of Nigeria established the National

\

Universities Commission (NUC) with the sole function of autonomously liaising

with Universities in order for them to provide what is referred to as ‘balanced
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development’ for the attainment of Nigeria’s national needs and requirements.

In 1974, the NUC was reconstituted and changed to a statutory body with

L

executive powers.”
3.1.1 Organizational Arrangement

Emanating from the Ashby Report was the tripartite organisation
arrangement exemplified by the National Manpower Board (NMB), the state
Manpower committees and the Manpower secretariat.

The National Manpower Board was effectively established in 1962, Its
terms of reference were graphically put down and gazetted by the Federal
Government of Nigeria in 1963 in the Federation of Nigeria Gazette of 15"
February, 1963 and its terms include, the following;

“The determination of the nation’s manpower needs in all

occupations; formulating, for the consideration of the NEC

and governments of the Federation, programmes for Man-

power development through University expansion, training,

scholarships, fellowship and other facilities, and coordinating

the policies and activities of the Federal and Regional

Ministries primarily concerned with manpower problems.’

The board was also charged with the responsibility for employment
policies including measures to deal with unemployment and the optimum
utilization of the nation’s manpower resources. In summary, therefore the
Board was vested with the responsibility of finding solutions to the problems of
manpower shortages and manpower surpluses. Notwithstanding the adequacy

in the elaboration of NMB functions and dearth of competent personnel it failed

to register meaningful impact on the economy. Partly responsible for this was a



stated above the dearth of competent Manpower experts and personnel, And

- where the NMB had registered some impact such were traceable to agencies

like ’.ch.e'NationaI Un‘ive}sity Commission (NUC), the Federal Scholarship Board,

~ the Expatriate Quota Allocation Board, the._Industria'l Training Fund and the

.Q Council for Management Development. However, from the year 1976, the NM8 |

| was reconstituted and from that moment tended to be more active than it had

ot

been, As part of its reconstitution, the NMB was made to have its chairman

from the Non-Government Sector of the economy. Other strategic members of
the Board included the Chief Statistician, in the Federal Office of Statistics,

other officials of the Federal Office of Statistics (FOS), the Executive Secretary |

of the NUC, the Director of Eodluqatio_n, ,Federal_'IMinis_try of Education, two

representatives of the Workers Unions, two Employer’s.. Repres.elntati'ves.' Four -
members were appointed on merit. Also on the board were the Chairman of
each of the State Manpower Committees.® _ .

Following the belief that eachstate should be 'rélsplonsible for the
economic planning of its area of jurisdlction'the feplication of manpower Boards
at Regionai/State levels became expedient. At first, .Manlp.ower Committees |
were created in each of the Regions to take care of the following responsibilities
~ assessing the manpower requirements of the various arms of the public
sector within their jurisdici:ion and alsb the manpower imblications of their

development programmes and also to make available such information to the

_Secretary of the National Manpower Board; examining the implicat'ion of the



result of the work of, and the recommendations of the National Manpower .
Board; advising the State Governmen_t on the implementation of decisions, and
récdmmenclatidn' of .thé National Manpbwer Board; and in relation to the above,
to advise state government on _the implementation of
decisions/recommendations of the NPB.? o @

~ In conformity with the recommendations of the Ashby Commission, a
‘Manpower secretariat to servicé NPB was set up in the Federal Ministry of
Economic Development. The Ministry of Economic Devélopment is in charge of
overall development planning in Nigeria. The _Na_tional Manpower Secretariat
has .the responsibility of handling manboWer Istatistics',. promoting the
development of employed manpower, creating employment opportunities,
expanding training facilities, maintaining a nlation.al register of higﬁ level
manpower, and Qecufing the optimum utilization of national manpower
resources in the country. |

All these combined together in.one organ succééded in produc.ing

adverse effects that are inimical to thle underéténding of our national rﬁanpower
requirement and the necessary quantified projections in the national
development plan. o . , | - |
3.1.2 The Importance of Training in Educating Manpower

- Human being are very important factor of production but they.do not
constitute per se an effectivé manpower for productive purpo_;es unlesé they

acquire the basic knowledge and skills. In this connection therefore, our



manpower policies and programmes have always aimed at equipping the people
with requisite knowledge ‘and skills to enable them perform. There are pol.icies
and progra.mmes. directed towards the education of the citizens. This will
include both formal and non-formal education. According to M.B. Umar,..
Education in the contexf of manpower policies and programmes, has two
aspects. The consumption aspect and the capital aspect. The consumption
aspect of education is education for its own sake. It sees education as a means
L:)f enriching the individual with knowledge with a view to developing. his full

personallty The capltal aspect aims at prepanng and equplng individuals for

specific tasks and employment functlons It is a sort of investment hence the

i,’cerm “human capital”. Nigeria's educational and manpower policies and
Iprogrammes encompass the two aspects of education. But naturally manpower
!policy makers would appear to be more interested in the ‘capital” aspect than
the* consumption’ aspect It is, however, not bemg suggested that they are not
interested in the consumptlon aspect.’® )

. Education like training, leads to some Ichanges in the character of the
Labour force and therefore the manpower resources of the economy. It
imp.roves people's receptiveness to new ideas and skills. But it involves some
cost hence it is regarded as an investment. There are direct costs either borne
by the state or Sponsors of the individual or both. This is also the opportunity

cost element which is borne by the indlvidual himself, Ina develqping country, -



!iké Nigerla the direct costs In relative terms are usually high, but the
opportunity costs in a situation of high rate of unemployment is ot that ﬁigh.
The economic growth of any nation depends largely on the ihvestment
made in training its personnel in order to educate them. This of course will
improve the quality 01; human labour which will make it more produc;tive. To
échieve this is not going to be without some cosdbeneﬁt analysis which of
course needs to be introduced into our educational and manpower planning. -
Furthermore, studies have indicated that this couhtry appears to spénd 50 much
to achieve so little in the field of education. The result of this is that inspite of
huge sums of money, spent by the Federal, State and Local Governments on

education, the literacy rate in the country (as well as the General level of

education of the populace) continues to be low by comparison to even other

. African countries at the same state of development. ™!

3.1.3 Educational Policy in Nigeria

It is now important to view the Nigeria’s educational policies so as to seé
hdw they relate to the country’s nianpower policies and programmes, The
Government’s major educational policy thrust were statecl as follows:—

“to expand facilities for education aimed at equahzing
individual access to education;

to reform the content of general education to make it
responsive to the socio-economic needs of the country;

to consolidate and develop (and expand) the nation’s

system of higher education in response to manpower needs;
to rationalize and strengthen the machinery for the educational
development in the country;

to rationalize the financing of education with a view to making
the educational system adequate and more efficient;



to make an impact on the area of technolog;cal educat:on SO
as to meet the growing needs of the country

These policy objectives are as valid today as they werle ;when tﬁey were
- formulated. They show that our educational policies are functionqlly related
" with our manpower policies. This clearly indicates that the attention of policy
'makers should ble.focused on the yawning discrepancy between our objectives
and our performance (what we have so far achieved). |

In the areas of development of formal education as a n'.lealns of providirig
. the country’s manpower needs, Nigeria has recorded significanf strides.
Although substantial investment has been made in the education sector, the
: fliteracy rate in the country continues to be relatively low. If the full impact of
| this huge investment is not realized, it could partly be that resources devoted-to
education have not been efficiently and economically utilized and partly because
of the sheer size of the problem. The large population of the country in relation
tq available resources and the agé s.tructurle of the population combine to result
| in the very large number.of persons in our educational system, This has
| imposed considerate strain on the resources of the country.

At the primary school level, it has sincé been recognised that education
at this level improves people’s receptiveness to new "ides. It is naturally,
? therefore, the starting point for the development of the country’s manpower
' resourlces. It has been the official policy that as from 1976 primary education
should be free throughout the country, However, inadequq;y of funding for

education at this level has made it extremély difﬁcwt the realization of this



ipolit;'y. Thi.s nbtwithstanding, there a're areas in the country where primary.
education had been free as far back as in the fifties. In other areas of the
country the people have become so aware of the importanc.elof edu'cation that
| communities and parents have not hesitated to supplement the efforts of the
government resulting in the maintenance of high level of enrolment. The
National Primary Education Commission set up about a decade ag\o amidst

varying interests and controversies is a key institution providing “the lead” in

the business of primary education developrhent in Nigeria. Recent
ii developments affecting the commission seem to question its effectiveness in
2 terms of carrying out its specified responsibilities in consonance with the
fundafnénta[ needs of our cduntry. o | | |

On the direction of policy for t.he future in t_hié area, it has to be accepted
that free and compulsory primary ed.uéatic.m _tﬁroughout the country is of vital
necessity. A country like Nigeria should not fail to give at least a free primary
education to its children. Nigeria is resourcefully endowed, therefore, there is
“no justification for her failure in this direction. If we are committed and placed

top priority to free and compulsory education we can easily make money

available for its funding. L

v i
.

Substantial progress has also been made in the development of
secondary education. Enrolment in secondary schools had been very low in the
pést, but in recent years attention has been directed to this area and enrolment

has steadily increased. Some doubts have been expressed as to the quality of
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oUr secondary education because of fast expansion which h_as'not been ™
matched with expansion in facilities. This is one of the effects of insufficient
resources relative to the objectives we havel set for ourselves. A_t_ least at policy
level, emphasis is placed in the study of the sciences and mathematics at the
secondary school level in order to equip the students for future training in the
stienées, engineering énd technology. One of the aims of the New National
Policy on Education is to expand and diversify_ the content of education,
particularly at thlé level. If .pérformance mafches objectivés in this area the
country will be assured of more trainable manpower resources in the future a"n‘tgl
students will be able to discover and develop their aptitudes.

| At this level one can assert that the phenomenal development .has been
registered recently in Nigeria. For example, Nigeria can boast of so many
Uhivefsifies and d.egree awarding Cﬁlleges. Polytechnics, Colléges of Education
and other tertiary institutions are also numerous. Recently, the Federal
Government granted licences to three other private Universities to operate.
One other is given provisional approval. Rather than inadequacy of facilities at
the level, the fears have now shifted to the possibility of over-production,
inadequacy of facilities, danger of possible drop in 'stahdérds due to fast
expansion not being. matched with commensurate increase in resources and
facilities and uneconomic use of resources at this level (the very low enrolment

figures in some of these institutions can hardly justify economic use of their

fixed assets). As at the secondary level, emphasis is on the arts and



humanities: a ratio of 60:40 respectively is the target. It is at this level, more
than any other that the balance between supply and requirement is essential.””
In addition to what has been derived from the formal education sector, a
lot of manpower is also generated through the non-formal sector. Unlike formal.
education which has two aspects; the “consumption” and “capital” aspects,
non-formal education is more specific and job oriented. It therefore forms an
essential aspect of the country's manpower supply 5itualion.‘ Considerable
emphasis has been given to this aspect of the country’s education and training.
This form of education and training will include the numerous on-the-job
fraining provided by er:1ploying organisations, apprenticeship schemes, evening
courses provided both by formal educational institutions and private training
organisations, correspondence courses, in-service training and fellowships,
refresher courses, Training workshops, day release or block release courses and
company training schemes. Formulators of the country’s manpower policies
and programmes have recognized the importance of this form of education and
training in skills formation, job orientation and over-all manpower supply that
they have established a number of public institutions with the primary
responsibility for promoting this form of education and training. Those that are
readily identifiable are the Industrial Training Fund (ITF), the Centre for
Managing Development (CMD), and the Administrative Staff College of Nigeria

(ASCON). We should not fail to recognize the role played by a number of other

professional organizations in the provision and upgrading of our professional
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| rﬁanpower. Such professional organizations include the Nigerian Institute of
' Management {(NIM), the Institute of Personnel Management of Nigeria (IPM),

the Institute of Bankers, the Institute of Chartered Accountants, the Nigerian

bl
Society of Engineers, the Nigerian Medical & Nurses Council to mention just a

few. 4

3.2 MANPOWER SOURCING PROBLEMS

The Structural imbalance in our educational system has been noted as
one key broblem associated with the manpower supply situation of this country.
" Since the educational system remains the main sources of our manpower
supply, it should attract the appropriate_attention of our policy makers. An
important aspect of this imbalance is the u'nevén spatial distribution 'c.)f
education throughout the country. We continue to talk about the so—called
educatioﬁa‘lly advanced'ancl educationally di'sédvantaged areas. This uneven
spread of education has the back-lash éffect of creating political and socio-
economic problems and can have very outstanding dysfunctional effects on _the
economic development of the country. The controversial policy Q_f' “Federal
Charécter_” observations has not helped iﬁ providing a viable and Iésfing solutiort
to the problem of educational imbalance because it addresses the effect rather
than the cause of the problem, a situation that can be likened to putting the
cart before the horse. It is: surprising also that we are still talking about this

subject and practical steps towards solving the problem are yet to be evolved.
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Another key aspect of the structural imbalance in our educational .system
which affects our manpower supply situatidn is illustrated by the improper mix
in courses offered in most of our edU’cational institutions and the fundamentally
.'unéconomic duplication of courses 'in most of our tertiary') educational
institutions even ﬁhen some of these institutions have not succeeded in
establiéhing the requisite facilities or are poorly equipped to offer such courses.
Some of such courses remain unaccredited by appropriate bodies and
insti'tutlons such as the‘Nigeria University Commission (NUC), and Naticnal
. Board for Technical ‘Education (NBTE). This obviously is another area that
needs the attention of manpower policy — makers.

Another problem closely associated with the country’s manpower sypply
situation which has received considerabie embhasis is the apparent Shortag(; m: -
technical manpower particularly at the Middle level. The phenomenon does not
arise solely from insufficient supply of manpower at this level. A lot of shortage
is created by the inability to retain manpower'at this level. The remimeration
structure in Nigeria with its wide differential between the senior‘land middle
level manpower encourages people to aspire to move away from the
intermediate category to the senior category.® IBesides; Nigeria is prominently
reputed to be a status —~ conscious society ~ “too many chiefs and too few

Nigerians” — and nobody wants to remain in the middle level manpower

category.



1

With these observations it is the contenti;:)n of many scholars that future
policies should be directed towards not only the provision of adequate techn_ic_al
manpower at this level, but also ensulring. that the career prospects of the
middle-level employees are attractive enough to encourage a sizeable number
of them to remain contented at this level: The apparent link befween
- manpower supply and the level of economic development is not in dispute and
sincé education is not a costiess good, the capacity of a countlry to genera.t.é,
ma"npow.er resources depends on the level of development and the wealth of
the couhtry or the amount of real investment into the sector. Ménpower 'éupply
should bé seen not only in quantitative terms but in gualitative terms as well in
direct reference to qualitative education, tréining and motivation.

1
3.2.1 Manpower Resources and its Utilization

One other important component of Nigeria's. manpower policies and
. programmes is the utilization aspect. Nigeria can be said to have made sonie -
reasonable progress in the area of generation of manpower resources, although
| the quality of manpower so generated can still be improved. The same is not
true of our polices, and programmes towards efficient utilization of manpower
so generated. This has led to the problem of Imbalance between our supply
ancl demand situations.

IOne of the rﬁajor proijlem.s faéing the 'cl:ountiry.f- at\ preﬁent is higﬁ rate of
unemployment. This constitutes a challenge to our manpower plannerls and

| palicy makers. It should therefore occupy a strategic place in all aspects of



[their programmes. Unemployment constitutes a costly waste of productive
resources. Apart from the resources wasted in educating and training people

who cannot put their training to productive use, and in every sense the cost of

supporting them while unemployed is enormous. At this point, many have
observed that | the Country's manpower policies a;nd programmes should
deliberately focus on the creation of employment of self-reliance. Although past
National Development Plans had employment creation as one of their
. objectives, performan;:e in this area Ieft.a lot to be desired. Employment
oriented programmes were contemplated in these plans, but no serious attempt
was made to actualiie the statéd' laudable ‘intentions.” Some progress even
though limited, has been made in this direction through the.creatién of the
National Directorate of Employment (NDE), but the impact of its activitie.s is yet
to be felt and measured and when viewed within the confines of the huge
investment made the resglt are Ifar from being impressive. o

- In our deve!opfnent plénning experience, it does not seém that the issue
of productive utilization of avallable manpower resources has been addressed
properly and frontally. What we usually see is that towards the end of the plan
dSCumént there is a chaﬁtter on “Manpower Implications of the Plan”. It
thre;refore seems that weiderive our manpower utilization data from the projects
arficuléted in the plan. In other words, projected changes in the volume of

output have been used to estimate future employment requirements on the

basis of statistical relationships derived from the past. This is very unlikely to

78



be the best approach under our own circumstances as the apiproach is
essentially static. Relationships between economic variables do not remain
constant over time. It is therefore difficult to make accurate projections on the
basis of such statistical relationship in a dynamic situation.

As a matter of fac‘t emphasis in this country tends to be on the
generation rather than'utilization of high and middle — level manpower. The
thinking is more done in terms of executive capacity being the constraints in our
economic development effort rather than strategies to ensure effectjve
utilization of available skilled manpower resources. This policy has often led to
over-production and unemployment of qualified skilled and professional
manpower. Anticipated shortages of certain manpower categories can turn out
to become costly surpluses. The issue at stake therefore may essentially be the
optional allocation of the country’s scarce resources. Moreso, we do not have
to invest in training manpower we are in no position to gainfully employ or
alternatively we should scale our education and training to the level we can
employ. For instance, a situation where university graduates in various fields
and some other professional manpower, trained at considerable expense, are
being used to drive buses, clean streets or perform lowly duties in local
industries is never the best way to utilize our manpower resources. The same
results, could have been achieved at a cost four times less than what we have
incurred as a nation. Closely allied to the above is also the uneconomic use of

our high level manpower on routine functions at intermediate level.'
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Another issue that deserves serious noting is the very narrow base of
wage employment in Nigeria. In the fourth National Development Plan 1981-85
wage employment was to constitute only 9% of total gainful erppioyment.”
Yet there is a marked preference for ﬁ'age employment among the products of
our numerous educational institutions and other highly qualified persons.
Perhaps the experiments currently being carried out under the auspices of the
Directorate of Employment are aimed at reversing this trend. The programmes
of the National Directorate of Employment could perhaps only be seen as an
-attempt to change the present orientation of our graduates and school leavers
from wage employment to other forms of self-employment essentially because
the number of people that can benefit from the scheme is too few in relation to
the products of our educational institutions and other unemployed persons.
Success is perhaps attainable only when we show people how to create their
own employment by themselves rather than wait for wage employment that
may not be secured. To reinforce this orientation it may be necessary to
change the entire educational and training system to equip youths better for
self employment.

Key amongst other problems also to be addressed in the area of
manpower utilization in this country is that of the efficiency of the labour
market in allocating available manpower resources. There is not yet a formal

system of linking applicants with potential employers. In other words, the

labour market information system of this country is very deficient. There is
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virtually no information on the size and magnitude of labour supply and demand
nor on the imbalance between the two. Our labour exchanges are scarcely
functional. Therefore, many scholars have expressed that the direction of
policy for the future is to try and remedy these defects. Adequate labour
market information is therefore an essential tool for manpower and economic
planning. One way of solidly providing for this may lie in the enhancement of
collaborative schemes between education and industries in Nigeria.
3.3 KADUN'A POLYTECHNIC POLICY ON MANPOWER DEVELOPMENT

At this juncture this study will focus on the efforts of Kaduna Polytechnic
in the training and development of its manpower. As a matter of policy Kaduna
Polytechnic has specific written documents in the forms of circulars fc;r training ‘
and developing its staff. The institution has set a committee which is
responsible for the selection and recommendation for the sponsorship of
prospective candidates for training and development. Moreso, there is a
committee known as the Research and Evaluation Committee set to take care of
regearch Developments gnd Technological break through. The purpose of this
committee was to create awareness on research activities in the minds of staff
of the institution. It had also the power to assess the merits of research_
proposals emanating from staff as well as determining the level of funding
needs of the reearch.'®

In the Kaduna Polytechnic manpower development statement of

objectives, it is spelt out that any academic staff who has served for two or

81



f mofe years can apply for sponsorship. The Polytechnic has made signiﬁcant
efforts in staff training to improve the quality of staff by regular sponsbrship for
higher qualifications and specialization. The Institutibn has sometimes received .
foreién technical assistance in its staff de:velopment effortﬁ. Mutﬁs;lly beneﬁciglll
-relat'ionship has also existed with industry. While some of the academic staff

" have wor.ked in the industry before joining the Polytechnic services, others are
sént on Ihdustrial attachm?nt to the industries to acquire current industrial

- know—ﬁow.‘g |

Infact as a matter of policy the staff Appointment Committee considers it
necessary that promotion beyond Lecturer 1 requires the candidate to possess

Master Degree. This of course is one of the liberal opportunities given te

| Academic staff to develop themselves. : |

On-the-job-training is also considered for staff. This éffort is being
orga.nised by the departmental/unit conference, seminar and workshops

?committees sometimes this is done in cdnjunctfon with Kaduna Polytechnic
| Consultancy Services Unit (KAPCOSU). |

| On the issue of bond, officers that .are sponsored for traiﬁing and

| development are considered under bond until. I_w.hen 'theytmake their certificates

r

| available to the Polytechnic authority it is only then that the terms of the bond

beain ta take affect.



3.3.1 Staff Performance Appraisal (See Appendix 1)

Kaduna Polytechnic considers performance appraisal very important and
is an integral part of assessing all individual staff for the purposes of increasing
productivity and trainability of those who desire or need the later, The
assessment is done fairly by the various departments or units of the Polytechnic
and all staff are expected to fill the appropriate/relevant forms and forward__
them to the assessors of their departmeﬁt or unit.

Thee assessments are done on a yearly basis with the staff Appointment
Committee providing the final coordination. The assessment is done on a form
designed and provided by‘ Kaduna Polytechnic and all assessment must be
open. Assessors are therefore, mandatorily required to assess all staff openly
and all staff must duly'sign in a column provided in the assessment form. All
objections raised by assessed persons can be forwarded to the Registrar
through the department or unit and subsequently the staff Appointment
Committee will take necessary action.”

3.4 HISTORICAL BACKGROUND OF KADUNA POLYTECHNIC

Kaduna Polytechnic as it is known today had developed from a humble
nucleus of Kaduna Technical Institute established in 1956. The Kaduna
Polytechnic attained legal status as a Polytechnic with the promulgation of the
Federal Military Government of Ni.geria Decree No. 20 of 1968 which gave effect

to the establishment of the Polytechnic in April, 1968. The first principal, Mr.
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F.J. Hawley was appointed in December, 1965 and he assumed duty in August,
1966.
Following the creation of states in 1967, the Polytechnic and other
institutions owned by the former Northern Nigeria government came under the
management of the defunct Interim Common Services Agency (ICSA). The
provisions of Decree No. 20 of 1968 led to the enlargement of Kaduna
Polytechnic to include six (6) other schools owned by the former Northern
Nigeria Government. Thus by. 1968 the Polytechnic had two colleges as
follows:-
1. College of Science and Technology
This comprised of the Polytechnic Kaduna and the School of Irrigation,
Sokato.
p A College of Administrative and Business Studies

This was made up of Staff Development Centre, Kaduna, Local

Government Training School, Zaria, Cooperative Training School, Zaria,

Social Welfare Training Centre, Zaria and Community Development

Institute, Zaria.

In April, 1970, the former survey unit of Northern Nigeria joined the
Kaduna Polytechnic family as the survey unit which later became the College of ..
Environmental Studies in 1976, as the third College of the Polytechnics. I.n
1990 a new College, the College of Engineering was created out of the former

College of Science and Technology, bringing the total number of Colleges to
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four (4) at present. The component units of the Kaduna Polytechnic were
restructured by the revised Decree No. 73 of 1979 to give legal recognition of
the Polytechnic Board of Governors. | :

The hexagonal shape of the Logo Symbolizes the then six Northern
States created out of the defunct Northern Region, the original owners of the
Polytechnic. It was until its take over by the Federal Government in 1991
owned and financed y thelNorthern State Government. The Polytechnic crest;
The Spider 'Gizogizo’ dlesigned by a local artist named Aloysius Enche. The
‘Gizogizo” in many Nigerian and West African folklore symbolizes a hero, which
by its sharpness, industry and tenacity always came top. This aptly symboli_zgs
Kaduna Polytechnic’s desire to excel in its performance and spread its

services.?!

3.5 ORGANISATIONAL STRUCTURE OF KADUNA POLYTECHNIC
(See Appendix II)

The general supervision and control of the Polytechnic is vested in the
Governing Council which compri::,es representations from the Government and
the private sector. The Rector is the Chief Executive of the Institution. In the
performance of his duties, he is assisted by a Management Commitiee
comprising of two Deputy Rectors, that is Deputy Rector Academic and
Administration, The Registrar, the Polytechnic Librarian, the College Directors,
the Director of Medical and Health Services and the Director of Works.

The four coliéges of Kaduna Polytechnic are located within the Kaduna

metropolis. The College of Science and Technology (CST) and the College of
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Engineering (C.0.E.) are focated on the main ca.mpus in Tudun Wada, the
College of Administrative and Business Studies (CABS) along the Golf Course
Road, Unguwar Rimi with the Department of Special and Rehabilitative
Education of that College on Kachia — Kaduna Bye-pass; while the College of
Environmental Studies {CES) is located along Aliyu Makama Road, Barnawa.
Each Coallege is headed by a Director whao is responsible to the Rettor far day-
to-day Administration of the college. The colleges are organised into Schools
and Academic Departments. There are at ,r:;resent nine schools each headed_ by
a Dean and thirty departments, headed by Heads of Departiment. |

Thé Polytechnic which started at inception with Eight hundred a.nd ninety
four (894) students enrolment in nine (9) Academic Departments has Itoday
grown to thirty (30) Academic Department with a total students efrolment of
about seventeen thousand (17,000) and offering one hundred énd ninety f":iur
(194) programmes at the levels of degree of B.Ed and NCE (Technical
professional Diploma, Higher National Diploma (HND) and Nétionai ﬁiploma
(ND) in Engineering, Architecture, Building, Sciences, Humanities and Certificate
programmes. Kaduna Polytechnic has further mounted a number of Post-
‘graduate pfogrammes‘ in the areas of Cooperative Studies, Urban and Regional
Planning, Land Surveying, Building, Marketing, Purcﬁasing and Supply. During
the 1998/99 the Academic Board approved the take off of Post-Graduite -

Studies in Public Administration, Business Administration and Management

Studies. In 1995 the Polytechnic started the first ever NBTE appro{red Post-
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| HND Programme in Electronics and Communication Engineering. Recently,

approval has alsc been granted to Kaduna Polytechnic by NBTE to mount Post-

HND programme in Civil Engineering.

The Colleges and canstituent schools and departments of the Polytechnic

are listed here below:-

1, College of Administrative and Business Studies (CABS)

(@) School of Business Studies
(i) Department of Accouﬁtil'lé add Finance'
(i  Department of Business Administration
(i  Department of Secretarial Studies » b B

B (b)  School bf Management Studies

| Q) Department of Marketing, Purchasing and Supply -
(i)  Department of Managément Studies
(iif} Departr;‘lent of Mass Communication and Languages

()  School of Administrative and Social Studies

| (i) Department of Administrative Studies
(i)  Department of Local Government Studies
(i)  Department of Social Deveiopment and Cooperative Studies '*
(iv) Department of Special and Rehabilitative Education.
2. College of Engineering
(a}  Schoal of Industrial Engineering

(i) Department of Chemical Engineering
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(b)

(i) | Department of Electrical Engineering
(iiiy  Department of Mechanical Engineering
School of Natural Resources Engineering

()] Department of Agricultural Engineering
() - Department of Civil Engineering

(lily Department of Mineral Resources Engineering

College of Environmental Studies

)

(b)

School of Environmental Design

M Department of Architecture_

(i) Department of Building and Quantity Surveying
(iii)  Department of Urban & Re_gjiénaf Planning
School for Geodesy and Land Administration |

(D Department of Environmental Scieﬁce

(i)  Department of Land Economy |

(iity  Department of Topographic Science

College of Science & Technology

(@)

School of Education and Sciénce

hH Department of Applied Science

(i)  Department of Education (Technical)
(i) Departn?ent of Liberal Studies

(iv)  Department of Mathematics and Computer Studies
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(b)  School of Technology
(i)  Department of Catering énd Hotel Management
(i)  Department of Food Technology
(i)  Department of Printing Technology
(iv) Departmenf of Textile Technology

With the Kaduna Polytechnic system there is a coordinating unit, the

Central Administration (CA) which includes the Rectory, Regis'try, Works,

Medical Services and the Library. The Central Administration is the seat of

power. The main functions of the unit include the following:-

@

(b)

" (€}
(d)

(e)
(P
(9)

General Coordination of the day-to-day administration/Academic

. activities of the Polytechnic.

General Staff Mshltters affecting all the established staff in the Polytechnic
such as Vehicle loans, leave matte;s, immigration procedures for both
indigenous and expatriate officers.

Staff Development programmes within and outside the country
Interpretation and implementation of staff scheme and condition of
service issued from time-to-time.,

Maintenance of staff records.

Compilation of Seasonal (annual) Reports and Prospectus.
Co-ordination/vetting of recommendations frofn colleges/units fo.r new

appointments/promotion of all established staff-for submission to the

- appropriate committee.



1 (a) Governing Council

(h) ~ General Students Admissions. = o VY
The organisat.ional structure enables the Central Administration to fulfill
its role as a service organ to the academic departments. The Chief Academic
and Executive Officer of the Polytechnic, the Rector has line seat at the Central
Administration.  Also th;SEd at .the Central Administration is the Chief
Administrative Co-ordinator of the entire Pplytechnic complex ~ The Registrar.

For organisational chart refer to (Appendix II) below, .

3.5.1 Power Sharing Structure

BT

Power sharing structure presupposes a chain of command structure
through which there is a smooth flow of légitimate authority from a pyramidal
top to bottom as follows:-

d..

At the apex of the Polytechnic Administration is the Governing Council
and by the Law setting up the Polytechnic is the highest policy making bddy. It
is responsible to the Proprietor, that is Federal Government on issues of

prudent financial management and the general welfare of the Institution. In

- this respect, the council is assisted by a number of committees known as

Committees of Councii. These are:

(D) The Finance and General Purpose Committee which deals with financial
matters and appropriation of funds; |

(i The Tenders Committee deals with all issues of contract awards and

recommendations on expenditure of allocated funds;



(i)  The Staff Appointments and Promotions Committee assists the Coundil in
its responsibility for the general discipline, appointments and Promotion
of members of staff; and

(iv) The Student Welfaré Committee is responsible for the discipline and
general welfare of students.

The Governing Council is responsible for policy formulation, good and
orderly administration of the Polytechnic. In the absence of the Governing
Council, the functions of the council are discharged by the Federal Minister of
Education except that he shall not have powers to dispose the immovable
assets of the Polytechnic
(b) The Man n i

Even though it is the governing council’s responsibility to ensure good
and orderly administration of the Polytechnic, it should be noted that the day to
day general administration of the Institution rests on the shoulders of the
Rector as the Chief Executive Officer responsible for administrative and
academic matters of the Institution. The Registrar who is the Head of
Administration is the Rectors Chief Adviser. Other principal officers of the
Institution in addition to the Rector and Registrar as recognised by law are the
Bursar and Polytechnic Librarian. In practice, other officers may be co-opted as
members, This varies from Institution to Institution. However, the peculiarity
of the Collegiate system of Administration in Kaduna Polytechnic which is yet to

be recognised by the Federal Polytechnics’ law, makes College Directors
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automatic members of the management. Other co-opted members are
Directors of Medlical and Health Services and Director of Works.

In terms of poliéy initiatives for the g&vernance and good administration
of the Institutton, these principal officers sitting as the Management of the
Poiytechnic \;vitlw the Rector as Chairman initiate policy proposals and Iex.ecution
after such policy proposals have been duly considered and approvéd by the
Governing Council of the Institution which is charged with the responsibility for

LR

policy formulation.

. () The Academic Board

~ The Academic Board is the body charged with the responsibility for all
the academic matters in the institution. It is the body that has‘the final say on
issues relating to academic standards and award of certificates, diplomas and
fellowships. The members of the Academic Board include the Rector as the
Chairman, Registrar, College Directors,l Heads - of Departments, elected
Representatives .and College Student Affairs Officers. The Academic Board is

assisted in the discharge of its responsibilities by its various committees.??

3.5.2 Devolution of Powers

By devolution of powers we are referring to the transfer or allocation of
authority from one level to another, especially from a central government to
regional or state governments and local government etc. or Iias in an
organisation, from one committee, interest group or individual to oti)ef levels

right down the chain of command or hierarchy.

92



We have already observed that while the Governing Council and the
Academic Board of the Institution are policy formulators in the general
administration and écademic matters réspec_tively, the Executive Committee
doubles in the bridging roles of policy proposals and execution. In the exercise
of such functions the Rector and other officials of the Polytéchnic play vital
rofes, either collectively or individually through the submission of memoranda
on issues of interest. Circulars are thereby issued by the Registry to convey
policy decisions and guidelines on their implementation.

The hierarchy of authority radiate from the Rector down to thé Executiv_eu
Committee (Exco) nienfbers who are Sectoral Executives in both the academic
and non-academic sectors or units. In the academic units, the Directors who
are anéwerable to the Rector are Chief Executive Officers in their own .n'ght and
responsible for the good and orderly administration of their colleges. Towards
tl_‘ne achievement of this objective, the College Directors are assisted by Deans
of Schools, Head of Departments who at their various levels enjoy certain

| degree of power control commensurate to their schedules of responsibilities.
In the non-academic sectors of the Institution which cluster under the
coordinating umbrella of the Central Administration, eaéh Department of the

~ Rectory, Registry, Bursary, Medical Cen_tre; Works and Services and the Library

f (which is semi academic) is headed by an Executive member responsible to the
'; ’



Rector for the good and orderly administration of their units for direct services
to the entire Institution. These Executive Officers in their own right are equally
assisted by their subordinates down the line who also share in power control

commensurate with thair schedule of responsibilities,*”
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CHAPTER FOUR

PRESENTATION AND ANALYSIS OF DATA
441 | II'JTRODUCTION |

 The success of any organisation is largely attributable to how well it
plans and carries out its objectives to a logical conclusion. One of the
objectives of Kaduﬁa Polytechnic is to ‘train middle level manpower of the
country. To do this, the institution require _a‘well trained and developed staff
that is adequately utilized for the purpose of achieving the laid down objective.
It is with this‘ in mind that the study was undértaken in arder ta discover how
.. successﬂ_Jl the operational plan of training, developing and utilizing Kaduna
| Polytechnic staff has been.

- To discover whether there are-articuiate training plans f‘t.Jr Kadum_a“
‘Polytechnic Staff, it is the opinions of workers, more often than not that can
provide @ clear picture of the training programme of the instip_ution. " In this
regard, a nhumber of relevant questions were asked, soliciting responses from
the Kaduna Polytechnic staff. In addition, more useful information was
o_btained from other numerous sources which included personal interviews and

documents from aduna Polytechnic Management.

4.2 CLASSIFICATION AND ANALYSIS OF THE DISTRIBUTION OF
- E N DENTS PERSONAL DATA ~ -

A total number of 352 questionnaires were administered out of which
330 were filled and returned, representing 94 percent. Qut of those returned

95 were female representing 29 percent while 235 were male representing 71

A
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percent. Of the 330 respondents, their ages rénged b;ztween 20-50 yeafs. on
the issue of their qualifications, it ranged from First Schoo! Leaving Certificate to
Master degrees but the commonest qualifications were West African School
Certificate, G.C.E. ‘O’ levels, Diploma and first degree or Higher National
Diploma. ’ | |

- The respondents years of experience ‘;vith Kaduna Polytechnic indicated
varying periods, but 60 percent were withi:jl the range of 6-10 years while 25
percent served between 11-15 years and 15. percent served between.16—20

years or 21 — 25 years.

4.3 MANPOWV/ER TRAINING PLANS

The need to prepare training plans for Kaduna Pohrtechnic&aff cannot”

be over emphasized. The training function cuts across a wide range of other
functions and this makes the determination of training needs desirable: IQne of
the basic obstacles to the achievement of the obijectives of trai’r'wing is tﬁe lack
of awaréness, insufficient* detail about the steps to be taken in preparing
meaningful training prc:grammes. It must be.reiterated that the development
o\“ training plans depends ultimately on the identiﬁcatiqn of training needs.

From the participant observer perspective and the responses Qf the
respondents in the questionnaire, it was apparent that the identiﬁcationmaf
training needs which is a pre-requisite for planning training programmes was
not being given due attention. And this tended to mar the outlining and
successful implementation of the training plans of the Kaduna Polytechnic staff.

A
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For instance, out of the 330 respéndents that were asked whether they

were consulted before being sent for training 220 responded negatively

representing 66.6 percent, while 91 answered positively representing 27.5

percent and 19 did not recall. Table 4.1 is a reflection on the issue.

Table 4.1

i n r in
Response No | Percentage |
I\Fés- I T T { 27.5
No 220 1{ 66.6 |
‘No Response 19 11 5.7
Total 330 ______]*_ 998

Source: Field Survey by Researcher.

In a related question which demanded to know who was responsible for

the identification of the training 'need, the responses aiso varied. Most of the

responses (76 percent) indicated no response at all, whole 20 percent said the

administration division of Kaduna Polytechnic was responsible for the

identification of training need and 4 percent said it was the head of department

or section. The crux of the matter, shows that Kaduna Polytechnic had no prior

training plan for which it based its training programme, Mostly staff identified

their training needs and they apply for the programme for which they want to

undergo training.
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Furthermore, on the question of whether the respondents’ choice for
training programme was accidental or planned, the responses indicated that
83.9 percent were of the view that it was accidental while 11.8 percent said it
was planned and 4.2 percent had not responded. Table 4.2 represents the
responses.

Table 4.2

Choice of Training; Planned or accidental?

Response | No - Percentage
Planned i 39 —-] e
' Accidental T 277 : 839

No Response \ 14 —] S e
Total . 330 N
i o

Source: Field Survey by Researcher.

From the responses above, it is possible for one to assert that training
plans are conspicuously absent in Kaduna Polytechnic. The simple reason being
that, ideally the preparation of any training programme should be based on
optimum utilization of training resources in the context of predetermined needs.
First, there should be collection of personal data regarding the personnel. The
purpose of this being to visualize' the professional context of the individual vis-
a-vis his placement and job requirements. This involves qualifications, previous

training and such other background information on the officer concerned.
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The second step, ‘is to undertake personnel categorization in such
manner that those in the senior management, middle and junior category and
academics and non academics will easily be identified and their training needs.
The third step is the analysis and evaluation of data. The analysis of data is__t!_u:
most important exercise, because it helps the organisation to go about meeting
its training needs. The analysis of personal data need shared closely
supplemented by evaluation of the data in terms of predetermined list of
functional areas. The objective is to match the analysed profile of the individual
against a number of functional areas. Job analysis, therefore, enables the
Kaduna Polytechnic to know who needs what training and for which job and
skill it is needed.

44 MANPOWER TRAINING OPPORTUNITIES

espondents were first and foremost asked whether or not they
underwent induction or orientation course at the point of entry into Kaduna
Polytechnic. In most of the responses, they answered negatively. Out of 330
respondents, 297 indicated that they have never had orientation or induction
courses when they were first employed by Kaduna Polytechnic, representing 90
percent while 30 respondents representing 9.0 percent signified that they were
oriented and 3 of the respondents representing 0.9 percent did not respond.

Table 4.3 shows the pattern of the respanses described above,
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Table 4.3

g

Attend fin  or Ori

Response \ No. Percentage |
Yes 30 IR Y R

No 297 900 ‘ ]\
No Response 3 09 ) l'
| Total 330 1 e
| S -

Source: Field Survey by Researcher.

It was being further discovered in this study, that Kaduna Polytechnic
stalf had enjoyed training, sponsored by the institution. In the responses of the

respondents, it was indicated by 81.8 percent majority that they had enjoyed

Kaduna Polytechnics sponsored training programmes, while 13.9 percent stated

that they did not enjoy and 4.3 percent did not respond. Table 4.4 is a

reflection on the issue.

Table 4.4
Extension of Training Opportunities to Staff
' Response No | Percentage
Yes 20 r 8.8
‘N a0 % 139
No Response | 42
Total o 330 “""Jf”"_ 99.9

]

Source: Field Survey by Researcher.
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The reflection of the above responses indicated that Kaduna Polytechnic

)
~ actually extended training opportunities to its staff. This is obvious, because

without training its staff, then its objective of training middle level manpower

for the country will be defeated. It was further indicated by the respondents

7 that though they could not resign their appointment for lack of consideration for

- training, but it is enough reason to be frustraled and be less effective on their

assigned jobs. This by implication affects organisational objective because a

 demotivated empioyee is bound to be at one time or the other frustrated

. thereby frustrating all efforts at his own end toward the achievement of the

f
|
|

| organisational goal.

4

In related question that hinged on the title of training and the period of

the training, the responses indicated that, title ranged from certificate, diploma

| and masters degree. On the duration of the training programme, this also

| ranged from 18 months to two years.



Table 4.5 | -

Location of Training Institution

.Location ' No Percentage
ConsultantConsulting Firm 0 0
'KPT as an Institution ‘ 162 49.0
Other local institution - 168 50.9
Overseas \ ’ 0 0
Total 30 99.9

.Source : Field Survey by Researcher

It can be seen from Table 4.5 that 49.0 percent of the respondents
received their training in Kaduna Polytechnic in various programimes, ranging
‘from certificates, Diploma, Higher National Diploma and Post-Graduate Diploma.
EOn the other hand 50.9 percent were sponsored to other local institutions
1within Nigeria. It has been observed that within the period that this study

. !ﬁcovers no staff of Kaduna Polytechnic had enjoyed overseas training, because

.of inadequate supply of funds.

%4.5 CRITERIA OF SELECTION FOR TRAINING

| Kaduna Polytechnic has a committee for staff development programmes
while the department of Administration makes the final coordination for all
training programmes. On the issue of selet_tion for training, it was observed by

| the researcher that selection is based on who actually applied for a sponsorship.

The selection is not on the basis of prior planning. There is also a guide to’
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