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ABSTRACTS

This study put forward the various types of higher
Institutions we have in the country: uni versities.
Pol yt echni cs, and Col | eges of Education. They ail have so many
things in comon because of their Governnental background.
The history of H gher Education in Ngeria through Ehnic
contribution and perticipation and the origi nal purpose of the
west ern educati on was di scussed. The establishrment of HIi ot
commssion by the Government in 1943, nark the first
participation of the Federal Governnent in Educati on.

Human Resource Managenent t'KR9 literature was revi ewed,
in ternms of the functions and the objectives of HRMi.e. to
reach the bottomline of the organisation.

In this study, efforts was nade to review nmany nodern
techniques i*i.e. theories) of managing Human resources,
ranging from Tavior's scientific managenent, and human
managenent reiationists |ike Mavo and Co. In the study
enpl oyee turnover, and G ei vance and conpl ai nts wer e anal ysed.

The sources of data used were Questionnaire, oral
auestions, telephone, and direct observation for prinary
sourcing and aiso literature Books and of ficial docunents for
secondary sour ci ng.

The study pontraved the Federal Polytechnic Bauchi,
hi story, functions and managenent style in terns of staffing,

towards enpl oyees notivation to increase their productivity.
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CHAPTER ONE
1:1 INTRODUCTION

Flivpo, (1883)% defines Human Resource Management (HRM)
as '... the planning#. organising. directinf. and controlling
of the procurement. development. compensation. integration.
maintenance and separation of human resources to the end that
individual. oreanisational and societal obiectives are
accomplished . HRM involves planning in advance the futuristic
caourse of action towards achieving organisational desired
objective. A detailed planning vprogramme of manpvower and
materials. according to Koontz Et al (1968)%. it is "planning
in advance on what to do how to do it. when to do it and who
is to do it. planning bridees the gab from where we are to
where we want to be in a desired future'. it means planing
involves settine objectives and determining the means to
attained this obiective.

The need for this studv is necessitated for the fact that
most of the Higher institutions in Nigeria are not vrofit-
oriented organisations and are mostly owned by the Government.
Not with standing, there is need for a verv good Human
Resource HManagement. not only for its important role of
training and developing the technical manvower in the countrv.
but also for the need to reduce the overhead cost involved in
running the institutions towards achieving their set
objective, most esrecially with the current S5Structural

Adijustment Programme (5AP) which forced wmost Higher
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Institutions to find other means of generating their own
source of revenue apart from the Governmental source.

Currently in Nigeria. we have the followins Higher
institutions:

i. Sixteen (16) Federal Universities:®

ii. Four (4) Federal Universities of Agriculture (including
Abia State Universitv which was taken over by the
Federal Government in Sevptember 1593:

iii. Five (5) Universities of Technoloav:

iv. Eieht (8) State Universities (excludineg Abia State

Universitv., see ii above):

Three (3) State Universities of Tochgp%qu;

vi. Thirteen (13) Federal Polwtechnicsﬁ‘bl B

vii. Sixteen (16) State Polvtechnics:

viii.Nineteen (19) Federal Collemes of Education (including

Technical and svecial colleges): and
ix. Thirtv-seven (37) States Colleres of Education.

Apvast from these categories mentioned. there are other
Higher Institutions that offers equivalent qualifications
under special Institutions such as the National Veterinarv
Research Insitute (NVRI). Vom. The institution oifers
National Divloma (ND) and Higher National Divioma (HND).

This large number of higher institutions in the country
which has a lons historical backsround has a high workins
force {(Human resources). Due to the high number of the

institutions., and their dispersed set-up., it will not be
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vossible for one to studv them totallv. Since thev are mostly
owned by the Federal or State Government. which made them have
manv things in common. the studv of one of them will surelv
reflect the practice in the rest of the institutions. The
researcher choosed the Federal Polvtechnic Bauchi as a case of
studv because it is in his place of residence. Bauchi. thus it
will be easier for him to go there often for the studv. the
researcher also know some wmembers of stafif there that will
help to get some information for the research and it ies said
‘charitv besins at home .

1:2 NIGERIAN TERTIARY INSTITUTION

The inculcation of knowledge to an individual in order to
enable him/her understand the worid around him/her is one of
the eeneral aims of the education in hifher institutions.
This further calls for education for national development.
self respvect as well as respecting the rights and dignitv of
others. To this end. there is a need for a higher
institutions for higher education.

The early aim of higher institutions in Nigeria was
primarily to train people for ecclesiastical order. This aim
was dvnamically translated into action by the establishment of
Fourah Bav collerge in Freetown in i827. A lot of Nigerians
benefitted from the institution among is Samuel Ajavi
crowther: the first freed black slave that became a Bishop.

Also in 1842 the first missionary school was established
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in the South while that of the Horth came in 1902 through the
assistance of the Governmenta. Government went into direct
participation in education in 1506 which later in {5i2
resulted in the establishment of the firat secular achool.

Private effortes and initiatives by vparenta. clubs.
organizations and ethnic fgroups were second in importance onlyv
to the Faursh Bav collsge in makineg a madior contribution to
the developrment of higher institutions. Between 1B50 and
1930, the Yoruba of the coastal Areas sent their children
abroad particularly to the universitiea in Great Britain and
ireland. While in 1830s for the first time in the historv oi
Nigeria Ibibios Sponsorad as many as twelve young men for
higher education studies abroad and in such diverse fields as
Law. Education and Medicine. it was followed bv the 1bo
ethnic froup. Dr. Bnamdi Azikiwe sincle-handediv sponsored
and/or encouraged another grour of students to the United
States in 1933. 1t was later in 1555 that Sardauna of Sokoto
worked out modalities for educating the Northerners.

in Nigeris the historv of higher education can be traced
to the ERiliot Commission in 1943. This commission waAB
established to look into the demand ior higher education in
the country. The commission among other things recommended
for the establishment of wvost-gecondary or tertviary
institutions in the country. The recommendation oi the
commiasion led to the eatablishment oi univereity collemse of

Ibadan London. The degrees were awarded bv the univeraitv of
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Hallmark in the development of higher education in Nigeria.

Ashly commission was further set up in 1950 to look into
the demand of education for twentyv vears. A sub-committee
headed bv Harbisons was further established to look into the
demand for higher education in the country in the next ten
vears. The commission included three prominent Nigerians
among whom was Sir Kashim Ibrahim.

The commission reported that. there was a great
educational imbalance at higher level. The revort of the
commission let to the establishment of Ahmadu Bello University
Zaria. Nsukka. Ife and Univereity of Lagos.

The Federal Government hae established three commissione
to help the Federal Government planned., co-ordinate., monitor
and control the higher institutions in Nigeria. the National
University Commission (NUC) monitor the universities: the
National Commission for collemes of Education (NCCE) ifor
Advanced Teachers ™ Colleges: and the National Board for

Technical Education {(NBTE) for Polvtechnics.

i:2 NBTE - THE FEDERAL POLYTECHNIC CO-ORDINATOR

The National Board for Technical Education (NBTE) came
into beink bv virtue of Decree No. 5 of 1877. 1t was et to
meet the need for orderly development of technical and
technological education in Nigeria. The main functions of the
Board are as follows:-

i. To advise the Federal Government on., and co-ordinate
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all aspecte of technical and vocational education
falling outside the universities and to make
recommendations on the national policy necessarv for
the training of technicians. craftsmen and other
middle level and skilled manpower.

ii. To prepvare periodic masterplans for the balanced and
co-ordinated development of polve and colleges of
technology and agriculture such plans should
incliude: -

a) The general programmes to be vursed bv volv's
in order to maximise the use of available
facilities and avoid unnecessarv duplication
while ensuring that thev are adequate to the
manpower needs of the country 's:

b) Recommendations for the establishment and
location of new polvs as and when considered
necessarv.

iii. To inquire into and advise the Federal Government on
the Financial needs. both recurrent and carital. of
polvtechnics and other technical institutions to
enable them meet the obiectives of producing the
trained manpower needs of the countrv:

iv. To receive block frantes from the Federal Government
and allocate them to polvs in accordance with such

founder as mav be laid down by the government:
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v. To act as the amency for channelliing all external
aid to pelve in Nigeria:

vi. To lav down standarde of skill to be attained and to
continually review such standards as necessitated by
technological and national needs.

vii. To review methods of assessments of students and
trainees and to develor a scheme of national
certification of technicians., craftsmen., and other
skilled personnel in collaboration with ministries
and organization having technical training
pProgrammes:

viii. To undertake periodic review of the terms and
conditions of service of personnel in polvtechnice
to make recommendations thereon to the Federal

Government .S

1:3 OBJECTIVE OF STUDY

An efficient and effective optimum utilization of Human
resources requires a long period managerial rlan to enable the
organisation achieve 'man order’  of Henri favol i.e. the riaht
man. at the right place and at the right time. If this is
done. it wilil enhance the performance of the emplovees.

This studv is concerned with the forecasting of future
requirement of all tvpes and levels of emplovments and
matching them with forecasting of likely availabilities of

such employment. simply it is about matching labour demand and



_.B...

labour supplyv for the future.
The main obiectives of this studv. therefore. are ase

follows: -

i. To Audit vosition of the present work-force in terms of
age kender education., experience e.t.c.

2. To analyse the organisation growth rate both in terms of
the past., present and the future.

3. To determine the emplovee turnover

4. To evaluate the organisation policies in transfers.
promotion, training and development: e.t.c.: and

5. To determine the technological changes impact on the
organisation.

6. To determine if the desicned svstems that are meant to

motivate emplovees towards the attainment of the long standing

goal and objective of the institutions are being achieved.

i:4 SIGNIFICANCE OF THE STUDY

Organizations are set up to achieve their goale and
objectives. To obtain and achieve these foals and obiectives.
the organisation needs competent human resources to enable it
meet it 's set targets. The competent human resource needed
cannot be acquired and maintained without gfood management
futuristic pvlan. The aim is to keepr and improve the skills
and abilities of their current emplovees., so that thev can
perform the task designed which was assigned to them

scientifically.
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This study is important because through Human Resource
Hanagement the staifine elements (Recruitment. selection.
placement. induction and orientation) are svastematically
undertaken in order to acauire Tavlor's "first class man’ for
the .iob.

Secondlv. it incorporates long term Development and
training. Through emplovee training. thev gain and acquire
the skills, knowledsge, attitudes or social behaviour needed to
diesplav the decreed .job behaviour. 1In addition emplovees are
prepared to cope and meet with the changes in their .iobe that
are brought about bv the technologsical. economv. leral. social
and political environment in which thev operate in.7

Thirdlv. HRM offers @uidance to an organisation
concerning the appropriate use of its human resources. and
also helps in the regulatory restrictions of its emplovees.

Fourthlyv., this studv is important to Federal Polvtechnic.
Bauchi by up-dating all the available datas., it makes it
possible to compare the Human resource Management theories
with that in practice in the institution and the need for
changes if necessarv., and also it is a stepvink stone ifor

further and future study on the institution.

1:5 DELIMITATIONS AND LIHITATIONS

Delimitations:- Bven though the institution was just
established in 1879, but due to the in-abilitv to get the past
documents and records. the Data presentation and Analvsis will
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Jjust take the period between 1987 to i853.

Limitations: The Administrative procedures before the release
of official documents and records makes it verv difficult to
undertake a detailed study.

Some of the wembers of staff are semi-illiterate, thus
they will not be able to fill-up the questionnaire form as
accurately and quicklyv as it is exvected of them. Some
members of staff may give fraudulent misrepresentation because
of one thing or the other., which might not be discover.

The questionnaire forms that will be distributed will
Jjust be based on stratified sampling. because it will not

reach everyv member of staff.

i:6 DEFINITION OF TERHS

Hanagement - According to Koontz and O'Donnel. manamement
as a process is "“The design or creation and
maintenance of an internal environment in
which people working together in aroups can
perform effectively and efficiently toward the
attainment of group goals’ .

Resource: - Is a source of possibilityv of help: an exvedient:
monev (or Human) or means of raising for
(acauiring) moneyv {or Human) means of
support: means of occupving or amusing oneself
resourcefulness.

Human Resource Hanagement - Is the study of organizational



~11
problems in the context of the emplover
émplovee relationship.

Theory: Is an imaginative contemvlation of reality
direct intellectual apprehension., it is a
beiiei. policy or procedure proposed or
followed as the basias of action. a vrincivlie of
plan of action.

Grievances - Is simrly a complaint which has been formallv
rresented. in writing o a wmanagement
reprasentative or union official.

Complaints - Is a spoken or written dissatisfaction. broudht
to the attention of the supervisor and (in
unionized firme) the shor steward.

Diesatisfaction - Anything that disturbs an emplovee. whether
or not such unreet is expressed in woyds.

Percevtion - I» the process by which we see ourselves and
the things around us and attach particular
meaning to what we see.

Turnover - Refers to the amount of movement of emplovees in
and out of an organisation ordinarv expreesed in
terma of the turnover rate.

Bottom-line - Refers to the organisations profitabilitv and
competitiveneas, or in the case of man-profit and
governmental organisations. to survival and the

abilitv to do more with the same or fmr__;:gpourcoe.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE

2:1 HOMAN RESOURCE MANAGEMENT DRFIRED

According to mitchell (1988)%, when an ormanisation
emplovment histories of older workers are examined. spvells of
emplovment (job tenures) with a single emplover often turn out
to last twentv or more vears. HMoreover, most workers are
concerned with (or even fearful of) the possibilitv of losing
their .jobs through lay off or discharge. Such a job loee
could lead to a period of unemplovment with no #uarantee that
an eventual future emplover would pav a wase as high as was
received from the former emplover.

Also. according to Mitchell (1588)., there mav also be
turnover costs from the offered some emplovers offer pleasant
surroundings and amiable fellow emplovers: others do not.
Some vprovide training that might be useful in future
emplovment at other work-places: others simplv use workers’
existing skills. Some emplovers offer steadv emplovment:
others mav be subject to seasonal or cvelical swings in
demand. Finding a suitable .iob mav involve the worker in a
prolonged search that can be costlyv. particulariv if the
search involves a spell of emplovment during which no wase
income is received.

On the other hand., emplovers (and managers) are the

organisations agents. hired to achieve its objectives. it
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costs the organisation something. however., to monitor their
performance, and monitoring is imperfect. Given the limits of
monitoring. emplovers mav undertake actions that are not in
the best. interests of the organisation. ©Such actions may
range from inconsequential occasional goofing off to theft and
embezzlement.

According to HMitchell (18988)2, the studv of Human
Resource Management (HRM) ies thus the studv of organizational
problems in the contest of the emplover - emplovee
relationshir is inevitable a&iven the complexity and
unpredictabilityv of the economic environment of the real
world. Within the organisation. some one must undertake to
deal with the inherent problems of the HRM function:

recruitment. Screening. training, evaluation., discipline.

compensation. and rewards. as well as routine record keevina.
Someone wust vpass Jjudgement on the claims of the
emplovee/stake holder. Of course. the ‘someone’ does not
necessarilyv have to be an elaborate HRM bureaucracv. There
will still be a human resource management function to be
performed. however., whether or not there is an HRM depvartment.
The assistance of the function is independent of its place on
the organisation chart. What the place on the organisation
chart influences is the effectiveness of the function’'s
performance.

According to Torrington and Chavman (1878)3, the aims of

the HRM are to ensure that the organisation:

e —————
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Obtaine and retains the gquantitv and quality of Human

resource it needs: makes the best use of its Human

Resources: is able to anticipate the problems arising

from potential surpluses or deficits of Human resource.

To reach these objectives, the HRM forecasts demand and
supply of labour and then sets up overations to ensure there
is a supply to meet the demand.

According to Ubeku (1875)4, in every aepvect of running
a business. forward loocking should be the rule and this is
even more important when we talk about adequate Human
resource. and the right tvee of Human resource. in a country
like Nigeria where both managerial and technical skills are
few. It therefore does not help to fight the problem whenever
ite arises. that is fall into error of lookins for stafi as
and when necessary. This is bad management. We must plan
ahead for it. because as it has been aptly pointed out, the
davs of unsvstematic and intuitive improvising in the use of
Human resource are drawing rapidlvy to a close. We would even
add that thev have come to a close end.

HRM is concerned with forecasting future requirement of
all tvpes and levels of emplovments and matching them with
forecast of likelv availabilities of such emplovment.®

According to Schuler (1i984)%, personnel and Human
resource management (PHRM) is the recomnition of the
importance of an organisations work-force as vital resources

contributing to the goals of the organisation. and the

e ——eee S B
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utilization of several functions and activities to ensure that

they are used effectivelv and fairly for the benefit of the

individual. the organisation. and societv. The vital role.
challenges and effectivity of PHRM is still implemented

through numercus functions and activities.

2:1:1 FUNCTIONS AND ACTIVITIES OF PHRH
Schuler gave five PHRM functions and activities these five
fenerallv include all of the functions and activities that
PHRM departments in organisations actuallv perform. Thev are
as follows:-
i. Planning for human resources needs:
ii. Staffing the versonnel needs of the orfanisation:
iii. Avpraising and compensating emplovee behaviour:
iv. Improving emplovees and the work environment: and
v. Establishing and maintaining effective working
relationships.

Each of these functions has its own sets of activities.
it's more appropriate to view them as havina svstematic
relationshivs with each other. That is. all the five
functions should be viewed as unit. necessarilyv interrelated.
serving the three maior ob.iectives of effective PHRM:-

i. Attract potentially qualified .job applicants:
ii. Retain the desirable emplovees: and
iii. HMotivate the emplovees.”

Schuier further emphasie that PHRM functions and
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activities are important largely because they serve to
attract, retain. and motivate emplovees. This recent and
frowing importance in organisations is also attributed.
however. to the recognition that PHRM can and does have an
impact on the bottom line of the orgfanisation. ‘Bottom line’
refers to the organisations profitabilitv and competitiveness.
or in the case of nonerofiit and fovernmental organisations, to
survival and the abilitv to do more with the same or ifewer
resources.®

This is illustrated in figure 1i. The productivity.
qualitv of work life and lesal compliance are the strateaic
purposes of PHNM.
FIGURE 1
RELATIONSHIPS AHONG PHRHM FUNCTIONS AND
ACTIVITIES. OBJECTIVES. STRATEGIC PURPOSES.
AND THE BOTTOM LINE (LEFT TO RIGHT)

Planning oy
Attract Productivity
Staffing _l l- F‘]
Appraising > | Quality ofj >4 Bottom
and Retain | >§ | Work-life I line
comnaatinﬂj \
_] l— Legal —’
Improving Hotivate compliance
Establishing
and — Source: Schuler - page 13
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According Ubeku (1975), there are onlv two main aims
{objectives) of HRM. there are:-
i. to ensure the optimum use of the human resource currently
emploved: and
ii. to provide for the future human resources needs of the
organisation in termes of skiils. numbers and ages.
Therefore., at every point in time in the life of the
organisation. there must be the right number of emplovees,
with the right level of skills., in the right iobs at the right
time and performing the right activities. in order to achieve

the objectives of the organisation and to fulfill its purvose.

2:1:2 HUMAN RESOURCE ANALYSIS

HRM falls into two stages. The first stage is concerned
with the detailed Human resource inventory of all tvees and
levels (unskilled, supervisory and the managerial) of
emplovees throughout the period of the HRM. The second stase
is concerned with the Human resource supplies: that is. having
decided on what vou want, vou now want to find out from what
sources vou can get the right tvepe of peorle to meet the

requirements.

CURRENT HUMAN RESOURCE POSITION
According to Ubeku (1875).2 a continuing function of
Human resource management is to analvse critically the current

HRM available in the organisation. Before doing this. it is

I —————— T T T ]
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important to have an establishment agreed with all heads of
departments based on the size of operations of each unit. The
establishment as agreed will form the basis for further
analvsis. it mav be that during the analvsis the actual
establishment mav have no relationship whatsoever with the
agreed establishment either because. without actuallv checking
more people have been emploved when the operations has shrunk,
the original number of emplovees is still being carried with
this analvseis it will be possible to decide whether:

a. the unit or department has surplus staff who are not

needed
or who could be transferred to other sections instead of
recruiting new staff:

b. all emplovees are useifullyv emploved. where emplovees are
under-emploved, thev fet demoralised as the .iob becomes
unsatisfving. converselv it is possible to discover
through the exercise when peorle are over-worked in a
section: and

c. certain jobs (and therefore the emplovees involved) are

redundant.

FUTURE HUMAN RESOURCE NEEDS

Unce the current establishment has been agreed. the next
think to do is to plan for the future. The continued
assistance and growth of any organisation requires accurate

forecasting of Human resource that will be needed. This ie
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necessary becéuse there mav be chanaes in the business pians
of the organimation and also there mav be unexpected changes.
When one remembers that the various skills are not easily
available in HNigeria. it becomes more imrerative that some
long-term planning for stafif should be develoved.

Successful Human resource forecastineg for the future is
derendent on three basic factore:
a, knowiedge of present Human resource:
b. information on the Human resource environment: and

C. information on businees ocbiectives.

Z2:1:3 HOMAN RESOURCE HANAGEMENT METHODS
According to Torrington and Chavman (1578)3%, some of the

simplier mecthode used in Human rescurce management inciude the

following: -

a. Age structure:

b. Workload Analveis: and
C. Recruitment HNeeds.

The essence of the manarerial vrocess is vlannina.
innovation. co-ordination. administration and control. if
there is a kev word to describe management. it is vrobablv co-
ordination.

co-ordination includes some decision - making:
establishing broad objiectives. initiating and
averovina chaneges in key personnel and in

management oraanimsation. arproving decisionms
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of various matters in terms of the approver’'s
interpretation of broad objectives., approving
decisions on specific matters to avoid conflicts
with other decisions.

Management in this broad sense is not confined to private
enterprise. It is also essential for the successful operation
of a government or amgencyv., a College or University etc. In
other words. management is organizational leadership, and one
of its central tasks is effective co-ordination and
development of available human and non-human resources to
achieve the objectives of the organisation.

While the human resourcee available to management in an
organisation are only one part of resources which must be co-
ordinated. it is through the combined efforte of peovrle that
monetary and material resources are utilized for
orpganizational obijectives. Without human efforts,
orpganisations cannot accomplish their objectives.

2:2 HANAGEHMENT THEORIES AND MOTIVATION
2:2:1 TAYLOR S SCIENTIFIC HANAGEMENT

Tavlior., frederick Winslow (1858 - 1815)33, mostly
referred to as the father of scientific management. He ie
popularly recognised as the foundation of this field.
identifving manyv inadequacies of production management and
developing new vprinciples and practices which were
successfully applied. In summary. below are his contributions

to the management.
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a.

7.

causes of low productivitcy:

i. unclear concept of managerial responsibiliity

ii. iack of measured standard for defining a task

iii. widely spread in eificisncy and soldering

principles of scientific management:
i. science of work i.e. the easieat and most

effective techniaue of doing a job

ii. scientific selection. teaching. training and

development of the worker

iii. Pringing the scientificallv selected. trained and

developead worikers and the work tomether

iv. division of work between management and workers.

First class man recruitment. i.e. the most suitable
person for a Riven ob.
Use of time and motion studies to eradicate unnecessary
motion to choose the job that is less tiresome and
increases vroduction
functional - foreman (suvervisor) in various aroups of
work (Division of labour) exvert to guide and help the
workmen.
Differential piece Rate svatem - aimed to motivate
the worker to produce more. two (2) rates were advanced:-
Usual rate
Hidher rate for those that perform between 60-100%
are given as incentive.

Tavior and the workers - Tavlor was not against the
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workers, workers are to get highest pavment if thev work
hard.

8. Tavior and the labour unions:- He believes that if
scientific management is implemented well, then there is
no need of trade union because the management will take
over the work of the trade union.

Chruden and Sherman (1976)12, quoted Tavlor in his words.
that scientific management constituted:

The substitution of exact scientific investiration

and knowledge for the old individual judgement or

opinion, either of the workman or the boss. in all

matters relating to the work done in the

establishment.

Scientific management offered the best means for
increasing the productivity and the earnings of the workere
and for providing higher profits for owners and lower prices
for customers for non profit organisations. it provide high

satisfaction for both the workers and the serveds.

2:2:2 GILHRETH., FRANK (i868 - 1925) AND LILLIAN MOLLER
GILBRETH >
Both contributed a lot., some of their contributions are
as follows:
| 8 One best wav. It is the easiest. most effective and
most productive method of doing a .dob in a prevalent

condition and circumstances. Improved tools are used
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to find the one best wav. |

2. Time and motion studies. They umed a microchfonometre

{improved stopwatch 1/2.000 of a minute) to studv time.
Thev found out seventeen (17} discrete motion for doing
a job in motion study. These motions thev designated as
therbligs (Gilbreth read from right to left) to studv the
desired motions for a .job he took three diwensional
pictures which he called a2 chronocyclegraph.

3. Three dimensional plan for promotion:~ That promotion
should not be based on likes and dislikes of the
superior but based on stipulated vrincivles. under thie
plan a surbodinate ies considered.

i. on his past performance
ii. on his present performance
iii. on his preparation to assume responsibiiities
in the future by training and developing
himself and his surbodinates.

4. Human Relation. The Gilbreths were the first to emphasis

on this.

Their opinion ims that workers should not be used as mers
tools. This idea was verv much influence bv lillian. the

wiie.

2:2:3 GEORGE ELTON MAYO (1860 - 1949334
HOUMAN RELATION IN HANAGEMENT. Some of Tavlor's

contemporaries, Gantt. Gilbreth ete. focused their
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attention on the work and men relationshir to the company
for organisation} to his Jjob and fellow workers. Hhapid
growth in other sciences dealing with wmsn and his behaviocur
infiuenced management thinkers and a new era. Individual
regarded as social and vavcholosical beina. To set the best
effort vhvasical needs by vevcholomical a=s well.

During the first world war (i8ld ~i919) industries wers
faced with Human resource vroblem and thev beman to aprlv
vavchological means to solve managerial problems selecting
and training and eavcholorical techniques and measurement.
ravchological testina and measurement, .

The Human relation "school of thought® has at the
becinning of 18940 s psvchological experiment of Eiton mavo™
and hie colleagues at the HAWTHORMNE PLANT ({ILLINOIS) of wire
electric company discover that the performance of workers is
related to factors with there psvchological and social
rather than physical environment his experiment
revolutionalized management thinking and attention was -
focused on the component of Jjobs and workers satiafaction on
the part of emplovee.

Thevy concluded that the worker was not really an
economic man motivated sclelv for cheque. pasyvchological
factore plav more important role than chvsical factors in
increasing human efficiency. Good administration therefore.
will be achieved by showing each individual that his eelf

interest would best be msolved when he balances as management
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wishes him to do. If thev belonk to a cohesive and a stable
work group and the sense of belonging was more important to
them than anvthing else. Focused managerial attention on
social and psvchological factors and the importance of first
{ist) line supervision in increasing human efficiencv and

productivity in an organisation.

2:2:4 HASLOW S HIERARCHY OF NERDG1S

CLASSIFICATION OF NEEDS: One theorv of human motivation

that has had bv far the greatest impact on the thinking

concerned with motivation in organisation. comes from the
iate Abraham H. Maslow. an American psvchologist. He
organised or classified human needs according to priority
into the following five categories:

. The vhvsiological needs. Included in this group are
the needs for food, water, air., rest etc. that are
required for maintaining the bodv in a state of
equilibrium .

- The safety needs. These include the need for safetv
and securitv. both in a phvsical and psvchological
sense .

The need to be protected from external dangers to our
bodies and our personalities are included in this
group most emplovees. for example. desire to work at
iobs that are free from phvsical and psvcholorical

hazarde. and that provide tenure.
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The belonginsnese and love needs. The need for
attention and social activitv are the maior needs in
thias categorv.
An individual desires affectionate relationships with
peaovle in general and demires to have a respected place
in the arouv.
The esteem needs. These include the desire for seli.
respect. for etrength. for achievement. for adequacy.
for masterv and competence. for confidence in the face
of the world. and for independence and freedom. Also
included in this groupr iz the desire for reputation or
respect and esteem from cother peovle.
The need for self actualization (realization). Thise
refers to & verson’'s desire for seif-iuifiiiment:
namely, to the tendency to become actualized in what he
or she is potentially. ‘What one can be: one must be’.
This tendencv might bs vhrased as the desire to become
evervthing that one is cavable of becoming.
This is vput diagrammaticallv by Torrinaton and
Chapman (1979115, am presented below in figure 2 for
easy understanding based on bisrarchv relative to

importance.
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Figure Z: taslow's hierarchvy ofi needs. P

2:Z:5 DAVID C. WOCLELAND {1955)317
Mccleland advanced three - level classification of
human needs. Thev are as follows:-
i. The need for Affiliation in/AFFi:
ij. The need for vower I(n/FWH): and
iii. 7The need for achievement (n.ACH)
1. The need for Affiiiation.
Affiliation needs derived from our aregarious nature.
We are social cresatures who need to be with other
vaovle., and who fesel more secure in the vresence of
others. Some form of social contact is necessarv ior
the normal physical and pavchological development and
maintenance of human beings.

Z. The need for Power.
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Power motives involve our desires to have an
influence on other peorle. According to McCleland.
there are two kinds of power:

i. Negative., personalized pvower. The negative
power motive is the desire to gain and use
power for personal benefits: and

ii. wpositive, socialized power, is the desire to gain
and use power for the benefit of other peovle.

Ones personal interest is secondarv to the

interests of other people in exercisina the

positive power.
3. The need for Achievement.

The desire to achieve what one wants to accomplish
is one of the strongest motivators of high performance.
According to Mccleland. the need for achievement plavs
an important role in individual success, particularliv in
entrepreneurial settings. HMccleland test on successiul
executives needs for educated people in other

professions.

2:2:6 C.P. ALDERFER (1972) AND CHUNG1&

Thev came up with onlv three classification of human
needs in argument to maslow’'s five classification. The
neede of an individual mav be concurrent. i.e. co-exist at
the same time. The categories are as follows:- (1)

Existence (2) Relatedness and (3) srowth. This three level
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theory are aynchroned as ERG theory. As we shall see below

the m
affil
into

i.

aniow’'s five basic needs and bticcleland ‘B three motives
iation., vower. and achievement) can all be incorvorated
this three - level classification.

Existence needa. At the lowest level of the hierarchy
are the existence needs - Those that are necessary ior
our survival. This comprises vhyvsiclorical needs,
safetv needs and security needs of Maslow theorv.

Relatedness nesds. Relation oriented needs refiect our

desire to interact with others for the purvoss of

socializing, affiliating. competing or influencing. We

satisfv these needs by counteracting with other veorvle.
for they are our primary meana of doing so. We
exchange feelines and emotions., which are the basic
units of interaction. There are two kinds of
relatedness needs:

i. Docialization neede {(affiliation and affectional

needs)

ii. self - Esteem need |power and competitive motiven)

3. Growth - oriented HNHeeds.

Growth-oriented needs reflect the desire to be

competent. achieving independent. and self actualizing,

The satisfaction of growth needs can be achieved throush

working. This is made up by the foliowinag

alements: -

i.

Compatence HNeeds:
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ii. Achievement Heeds:

iii. Indevendence HNeeds: and
iv. Salf-Actualizing Needs.

Thesa can be presented diagrammatically. as in figure 3.

below.

RN
/ N
/ hY
! Growth N\
/ (Belf-actualization\
/ achievement. competence)

s and vrofesstonal growthi
Helated Needs
(Affiliation affection
self-esteem. power and
competltinnl
Existence Needi
{Biological. su .
and job securitV AN

Figure 3: ALDERFER'S THREE - LEVEL NEEDS HIEBRARCHY

2:2:7 FREDERICK HERZBERG CONTENT THRORYi®
This theorv has been cutlined by Herzbers et al and
developed bv Herzberg which directliv influence .icb
enrichment approaches to job design. He advanced a two
factor theory of motivation.
i. Hyriene factors: also called maintenance
factors or dissatisfiers:

These ars those thing which if
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they are absent wiil cause
dissatisfaction rather than
create satisfaction. Hvaiene
factors according to Herzbera
are contextual in nature.
that is relate to the context
or envirohment within which
the job is verformed. such as
working conditions
interversonal relations. wages
and salaries, .job security.
According to him., although
these factors do not motivate,
there absence or inadequacy
makeg motivation in-eifective
as there wiil be

dissatisfaction.

Motivators — alsoc called satisfiers.

are thoee things winich il
vresent will create
seatigfaction in the emplovee
and thue make him periorm ap
he should. Such factors.
according to Herzberg are
contained or embodied in the

iob itself. that is thev are

Theee
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found in the nature or
characteristics of the duties
accomprising the (.iob
content). such as achievemente. ..
recognition,
advancement/growth.
challenging work, and

responsibility.

2:2:8 DOUGLAS M. MCGREGOR "5 THEORY X AND THEORY Y
McGregor (1960)2° assumed that the behaviour of people

ie strongly influenced bv their beliefs. The management
personnel are not exceptional. Every manager makes
asegumptions and holds convictions about the wav peovle
behave in organizations. The managers assumption and
conviction forms the persons perception on how he/she sees
the management and its responeibility and relation to the
surbodinates. Perception is defined as:-

the process by which we see ourselves and

the things around us and attach particular

meanings to what we see.=3

The Traditional view of McGregor s theorv x is based on

o

- . : & >
the following assumptions:- A

i. The average human being has an inherent dislike
of work and will avoid it if he can.

Z. DBecause of this human characteristic of dislike "~
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of work. most people must be coerced. controlled
directed. threatened with vunishment to get them to
put forih adequate efifort toward the achievement of
organizational objectives,
The average human being prefers to be directed
wishes to avoid responsibility. has relativelyv

iittle ambition. wante securitv above all.==

He concluded that most bustiness managers are theorv x

tvree who believe that the averare vperson has an inherent

dislike of work e.t.c.==

The modern view {approach) to the direction and controil

of emplovees is depicied by theory Y. This theory. holds

that:~

i.

The expenditure of vhyvsical and mental effort in
work is as natural as evlav or rest. Derending upon
controliable conditiona. work mav be a source of
eatisfaction (and wilil be voluntarv verformed}

or a source of vunishment {and will be avoided if
possible}.

external control and the threat of punishment are
not the only means for brineinag aboui eifort toward

organizatcional objectives. Individusls will

exercise selfl direction and self-control in the

service of obiectives to which they are committed.
Commitment to objectives is a function of the

rewards aasociated with their achievement. The most
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significant of such rewards. e.g. the satisfaction
of eko and self-actualization needa. can be direct
products of eifort directed toward organizational
obiectives.

4. The averade human beings learns. under vroper
conditiona, not onliv to accept but to seek
responsibilitv.

5. The cavabilitv to exercise a reiativelv high
degree of imafination. ingenuity., and creativity
in the soiution of organizational probliems is
widely not narrowly. distributed in the ropulation.
6. Under the conditions of modern industrial life., the
intellectual potentialitie=s of the average human
beins# are only vartially utilized.

Theorv Y. in contrast to theorv X. emvhasizes
managerial leadership throuqh motivation by obiectives and
by rermitting subordinates to expsrisnce pesrsonal
eatisfaction as thev contribute to the achievement of
objectives.

Allen questionnaire containing items central to the
theorv
X - Y controversy. the resvonees from managers indicated
that most manasers today 4o not subscribe to the extremes of
theorv
X-¥. From the findings of this studv. Allen prorvoses a

Theory i for management which ie based on the investigation




he carried out.=<+

2:2:9 ARGYRIS s IMHATURITY - HMATURITY THEORY=5

Manv behavioural Scientiste have been concerned over
the affects of the organizational climate on individual
personalitv. Chris Argvris was amonk those who devoted
considerable attention to this problem. He believes that
organisations make demands upon its individual members that
are incongruent with their needs and general orientation
toward life which essentially ie to become increasingly
mature. In his words:-

The wav the CEO actually behaves is crucial for

the survival of organizational renewal and change
activities. It is his behaviour (and subsequently
that of other officers) that ultimatelv does not
confirm the idea that organizational development is
necessary., credible and inexorablv linked to his
leadership stvle.=8

According to Argyris, the human personality in our
culture exhibits developmental trends that involve
progressing from immaturity to maturityv. These trends from
infancy to adulthood include becoming increasingly active,
being more independent of others. having deeper interests.
occupyving an equal or higher position in relation to peers,
and developing an awareness of and control over ones self.

Further. Argvris believes that organizational leaders often

—4
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over look the need of individuale to function in a mature.
adnit-like manner. Hs noites that:-

...we have designed ormanisations which have

ignored individual potential for

competence. responsibility.

constructive intent. and productivity.

We have created structures and jcobe that

at the lower levels alienate and

frustrate the workers: lead them to

reject responsible behaviour, not onliy with

impunity but with a s2ense of /justice.

and tempt them to fight the organimation

bv lowering the guality of what thev

Argvris has continunally stressed the importance of both
the organization and the individual. as well as the need fIor

ortimizing the effectiveness of both.27 !

2:2:10 LIKEKT "8 HANAGEWMENT SYSTEMS THRORY

Another approach te buildina eroductive and desirabie
orfanizational climate is found in a science-based
management svetem developed by likert and his associates at
the institute of social research of the universitvy of
Michizan. Dasically this aprvroach is consistent with the
modern theories of total management svstem. According to

Likert, there are four different systems that mav be used by
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the manager or supervisor:
Svetem i: which involves an authoritative apvrroach that
is exrvioiitative;
Svetem Z: on authoritative apvroach that is
benevolent in nature:
Svetem 3: a consultative approach: and
Svetem 4: a verticiwvative grour approach.<8
In the words of Likert rensis:

All the activities of anv entervrise are initiated

and determined bv the perasons who make up that

institution rlants. officere computers. automated

equipment, and all else that a modern firm uses are

unproductive except for human effort and direction...

of all the tasks of management. wmanaging the

human component is the central and most important

task because all else depends on how welil it is

done , Z8

HUMAN RESOURCE ACCOUNTING:- This study led likert to
sugpest the need for some form of "human resources’
accounting. to show the iwprovement in or deterioration of
human assets. Jjust as existing accounting svetems report
changes in phvsical assets. Furthermore. under these
svetemg., recruitment. treining. and other investment’'s in
human resources are treated az current costs. Subsequently,
eome of likert’ s associates with an accounting backaround

develored what thev believed to be the first human resocurces
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accounting svstem. The human resource accounting svstem
provides for fathering a wide variety of data that mav be used
in corporate planning.3%
Profesaor Eric G. Flamholtz of UCLA haa been a vioneer in
develoving Human resource accounting technique with remard to

turn-over.s1

REACTION TO THE HANAGRMERT THRORIES

If we reconcile Herzbera's theory with the ideas and
agzumptions of other theorists. it is voessible to understand
that Tavlor and other scientific managers were thinking verv
much in terms of hygiene factors. financial reward.
supervision and working conditions. 1In the same way. Mavo
too. rlaces emvhasis on a hyiene factor, nanely.
interpersonal relations. It i= onlyv when consideration is
given to the assumption of neo-Human relations school. that
motivators become an important element in )job satisfaction and
improved productivity. A close examination of masliow’s essteom
and self - actualization needs, HcGregor's theory Y and
Argvris’ s human model of mature and indevendent verson agree
and compare favourably with Herzbere s motivation factors. 1In
diecussing various theoriea of mativation, we have been abie
to identify various approaches. However it does not mean that
orpanisation muet seliect one approach to the complete
exciusion of others. The movement of an orfanisation’s

management towards one approach indicates not its movemsnt



away from others.

Indeed a manager can select a conceprt from one theorv to
complement another theorvy depending on the tvpe of
organisation the nature of Jjob. the worker's skills and the
condition and circumstances surrounding the periormance of

such a Jjob.

2:3 BHMPLOYEE TURN-OVER
2:3:)1 TURN-OVER DEFINED

Turn—-over reiers to the amount of movement of emplovees
in and out of an organization., ordinarily expressed in terms
of the turn-over rate the turn-over rate for a devartment or
an organisation can be an important indicator of the
officiency with which the various versonnel functions. are
performed bv managerial and supervisorv versonnel as well as

by the department.d32

2:3:2 DIFFERENT KINDS OF EMPLOYREE TURNOVERS3
Here as with other atatistical data that are used to provide
in-sight into causea and vossible remedies. numbers are leee
ugeful as overall totales than when thev are broken down into
eub-totals. Turn over can be computed for each tvre of
movement into and out of the organisation. for examvie:
1. Accessione:- hiring new emplovees or re-hiring

former emplovees. other accessions include: emplovees

called back to work after lay off: transfers from
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other establishments of the same firm: former emplovees

returning from military service or other absences without

pav that were not counted as separations.
- Separations - Termination of emplovment. usuaily
subdivided as follows:-

a. voluntary gquit. Individual who are absent
without authorization for 7 consecutive davs
(or sometime less) are usually listed in this
caterory.

b. lay off for lack of work - a termination initiated
by the emplover because a .job is bein& eliminated or
because there is a reduction of emplovment due to
insufficient demand. such separation is
presumably without preiudice to the emplovee.

c. disciplinary lay off or discharge because of
dissatisfaction with an employee s periormance or
canduct. Therefore. both are preijiudicial to an
emplovees record. However if discharge comes before
completion of a probationary period. loss to the
emplovee is less severe because no emplovment righte
have been acquired. Some forced ‘resignations’ are
really discharges. especially at upper echelon.

d. Retirement or death.

2:3:3 COWMPUTING AND COHPARING TURNOVER RATE

Labour turnover is commonly expressed in two rates: for
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separations and for accessions. The U.5. Department oi Labour

ptatisiics uses the following method to compute the separation

rate:

i. find the average number of emplovees by adding the
month tomgether with the number on the vavroll on the
first
and iaest days of the month. Then divide thia total by 2

ii. Divide the total number of sevarations during the
month by this average emplovment figure.

31ii. Multiply this number by 100 to get the rate ver 100
emplovees for the month.

Expresszed as a formula:

Separation rate (or psrcentase)=
Total Separation Per month X 100
Average number on pavroll for the month

Monthly fimgures may be converted to an annual rate by
maitiplving the actual monthly rate bv a factor equal to 36d
divided bv the number of dave in a given month unless this is
done., monthlv figures are not strictly comparable with annual
figures. since months vary in length.

The rate of accesmions. quits. lavoffs. and discharaee
can be computed by the same basic formula. When the
separation rate is subtracted from the accession rate. the
vositive or negative figure eghows whether emviovment is
exvanding or contracting. If “avoidable’ turnover is to be

measured, the guit rate ies the mosat useful figure. This mayv
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be subdivided for regular emplovees with senioritv standing
and new hires whose status is probationarv. Total figures for
turnover rates by themselves are relative useless. Thev
become sgianificant only when compared with rates in other

aimilar orasanisations.

2:3:4 HETHODS FOR STUDYINRG TURNOVER

The turnover rate is not the only factor to be
considered. however. The dgualitvy of versonnel who leave an
organisation is important since turnover among competent and
dezirable emplovees is a serious matter as compared with
turnover among incompetent and undersirable emplovees. 1In an
effort to determine whv emrlovees become dissatisfied and
quit, many companies conduct exit interviews, A akillful
interviewer can often obtain the tvpe of information that wilii
be helpful in corrscting conditions that are undsrsirable.
Another way in which to obtain information concerning the
reasons whv emplovees leave an orgfanisation is to mail a
questionnaire to them aiter short interval has lapsed since
the date of their termination. Because it ies received after
the initial anger (if anv) has subsided and because the iformer
emplovee already has the security of another job. a more
honest evaluation is l1ikely to be reflected on the
questionnaire. The fact that this method is conducted
anonymousliy rather than in a face-to-face confrontation with

a member o the personnel stalf ie aiso likelv to result in
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Tavour of a candid resvonse. 3+
According to G.A. Cole (1886306, ptaff turnover has a

number of advantages and disadvantages. Theme are briefilv as

foliows:-
Advantages: - i. It providee incentive to recruit fresh
ALATT
ii. It enables organisations to shed starff more
easilv when redundancies are planned (i.e.
through ’‘natural wastame ')
iii. It ovens uvp promotion chenneis for longer
serving empiovees
. iv. it Aintroduces an element of ‘melf
selection’
amon& new emplovees. which mav save
dismissals at a later date.
Dieadvantages:- 1. additional costs of reclacement

recruitment
ii. distruvtions to vroduction of gfoods or
pervices caused by leavers
iii. additional training costs. especialiliv
induction and initial .job training
iv. wasted investment in veovie.
v. may lead to difficulties in attracting

new staff.
.‘
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2:4 GRIEVANCES AND COMFPLAINTS
2:4:1 GRIRVANCRS
1. GRIRKVANCES DEFINEKD:-

It is inevitable that =some emplovees will become
dissatisfied with the treatment they receive. Thie
dispatisfactions. regardless of whether theyv are expressed or
surpressed, valid or invalid. are referred to in versonnel
management terminolodv as grisvances. According to Torringiton
and Chapman {1979). Grievancee is a complaint which hae been
formally presented to a management representative or to a
union official. This provides us with a uaeful categorimsation
by sevarating out mrievances as a formal. relatively drastic
ster, comprared with commonelace srumbling.3S

Further more. Mitchel (1589) stated that Grievances are
form of complaint, but standard HRM parlance defines them as
allesations that a right of the emplovee is=s being (or has
been) violated by the emviover. In a union situation.
grievances are allegation that a right contained explicitly or
indirectly in the union contract is beins abrogated by the
employver. Union-aector drievances are normallvy processed
through a formal griesvance system., with a series of
hierarchical avpveals to emplover revresentatives. If not
remolved through such appeals, grievances can be taken fto
arbitration for a final and binding resclution by an outaide
neutral.

Mitchell {19887 further stated that Grievances in a non-
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union metting refer to voilations of unilaterallv determined
management policies-perhara as spelled out in a company
handbook rather than of vrovisions of a union-menagement
contract.
2. SYMPTOMS OF GRIEVANCES

Grievances are likelv to be resolved more readily if thev
can be recognised and acted uron promptly. While emplovees
who are candid and articulate mav have little difficultwv or
hesitation in reveallingk their grievances, many emploveep are
not so inclined. In abilitvy to detect accuratelv, or
unwillingness to disclose it, thus, agrievances are mostly
raeveal through wvarious sysmtoms. Althourgh the versomnel
department mav be able in detect certain arievance svmptoms
through the analvsis of statistical data that it compiles or
through its direct communicationz with emploveea. the
empiovee ' immediate surervisor is in the best voaitén to
aertect chese svmprLomns.
J. CAUSES OF GRIEVANCES

Ihe fact that grievances may result from one or more
causes can make their diagnoses difficult. oSome of the causes
of arievances are asg Iollows:

1 causes l"'lo'l"..-illl" CLO The LAapour Afreement. mnany
grievances involving the agreement result from
omissions of ambiguities in its provisions that cause
each party to interpret differently the meaning of a

Parcicular provision or now a l-rtl'l.ll'!li-g[‘ Personnel
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decision should be made.
ii. causmses relating to the [job. MHanv fRrievances.
including those that sappeal disciplinarv action,
after stem from failure of emvlovees either to meet
the demands of their jobs or to gain satisfaction
from periormineg them. or both. Another source of
Rrievance iies in suvpervisorv practices (i.e. hise
attitudes and behaviour toward individual workersj.
iii. causes relating to versonal problems. There are
some individuals who will become dissatiafied
regardless of the nature of their .job or emplover
pecause of versonal vrobleme to which they are

unablie to adiust.

4_ CHARARACTERISTICS OF GRIEVANTS

Several studies have been conducted to determine what
differences in characteristice. if anv. mav exist between
those emplovees who submit a hich irequency of grievances {the
non-&rievances. Ash., for examvle., in his study found that in
comparison with the non-grievers., the =gfrievers were more
likelvy to be vouneer. veterans., native white Americans. and
those having lesa-service with the compvanv. In general. the

grievere were individuals who had not vet settled down.



5. TYPES OF GRIEVANCESST
Diecipline and Discharge

Absentism
insurbordination
misconduct
roor work

_Calculating seniority

LavofTt
Bumping
Worksharing
Eehirineg

Leave of absence
Paiad sick leave
Fersonal leave
Union business

Promotion

"Poeting and bidding

Baeis Tor promotion
Measurement of ability
Transrer.

Management right

-— w

Pigure L1 Typical Grievance pracedure

. 6. GRIBVANCES PIOCEDUKES

The most common method of rescolving theese disputee in a

grievance procedure.

Vacation

Eligibilitv
scheduling
Ppay

Seniority Holidave

Elimgibility for pav
pay for holiday work

Wages and hours

Incentive pay vpians
Job evaiunation
Overtime

Premium vay

Pav for reporving
{call-in—-vav)
Scheduling

Ware guarantee

and SUB

Pians

Management riaht
Union Rights.
Securitvy and the
check off

Administrationof benefits

union

The below figure Advanced by W.D. Todor

iz a tvepical Grievance procedure with four (4) steps for easy

comprehension.

, . .‘.-‘;’\! hﬁ.,l

o { Ee




Step 1
T
<
Contact B 4 Reeolve #———rrgﬁs ]
Supervisor 'r urievmcoJ —_
NO
3
-
v
Step 2
T
v
Meet with
Management Resolve YES
Industrial grievance
Relations T
NO
—
v
Step 3
|
v
Meetink between
union executives Resolve YES
and top managemet grievance
‘HO
— J
v
Step 4
T
v
Arbitration
Arbitration decision

Figure 4:

Tvpical Grievance procedure



2:4:3 COMPLAINT
1. COMPLAINT DEFINED

Complaint is a spoken or written dissatisfaction. brought
to the attention of the supervisor and for shop steward.35
Torrington and Charvman further defined complaint as a midway
point: dissatisfaction is bein& expressed, but not in a
procedural wayv. It is a straight forward request for action
to be taken bv some one else to solve a working problem, even
though the request may be expressed in forceful or colourful
terms.

Accordine to Pigors and mvers (1847)3%, complaint is a
epoken or written dissatisfaction. brought to attention of the
supervisor and (in unionized firms) the shop steward.

2. WHAT DO COMPLAINTS SHOW?

About emplovee Attitudes perceptive supervisors and
managers study complaints {and grievances) as clues to further
investigation seeing them as educational opportunities rather
than as nuisance. They trv to gfet bevond the words of
complaints to reach underlving meanings.

3. THREE KINDS OF COMPLAINTS

in a classic studv of emplovee complaints. Pigors and
Mvers (1947 )%° gave three types were differentiated according
to content:-—

ds Referred to tangible objects interms that could

be defined bv anv competent worker or en&ineer

and tested by phvsical procedures. 'The machine is
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out of order . ‘'This tool is too dull’., e.t.co.
Relatively few complaints were of this tvpe.
Based partly on seneoryv experisence but devended
vrimarilv on subiective reactions. ‘The work ie
messy
‘"It's too hot in here’., e.t.c. Such complainis
statements include terms whose meanines are
bioclogicallvy or asocialiv determined. Hence thev
cannot be understood unless one knows the
complaint ‘s vphysical condition and cultural
beckaround. Except in extreme cases. thev are
not entirely verifiable by anv objective procedure.
This reflecis hoves and fears of emplovees. 5Such
complaints cannot be objectivelvy verified unless
reworded in such a way that the terms used to state
iudsments can be agresd upon by all concerned. “The
supervisor vlayvs favourite'. ‘'the pav rates are too
low’'. ’senioritv dcea not count as much as it
should’. ‘Ability i= not properly recognised here .
e.t.c. It was this caterory of complaint that prove
most revealing to investigators. because it showed
the importance of determining not onlv what the
empiovees felt. but also why thev felt as thew
did. Thies is difficult to evaluate as well as to
deal with because of its intermingling of fact anad

sentiment .
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4. COMPLAINTS ALSO BHOW SOMETHING ABOUT MARAGEMENT

By clerifving and studvinz compiaintes. it mav sieso be
rossible to apvpraise the wayv in which first-level suvervisors
are working with veople on thie second point. much mayv be
lesarned by studving the source and rate of expressed
dissatiafactions.

Are the complainta coming from all over the organisation?
If so the fault mav lie in some majior poliicy or companv-wide
procedure.

The number of complainits coming from anvy one part of the
organisation wmay also show scmething. If the number is
unusgualiy high., hiah wbanagement opresumed most rpoor

supervision.
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CHAPTER THREE
RESEARCH HETHODOLOGY

Tvrus Hilwayv ( 1946) advocated for more than one technique
when conducting a research. In this studv., two types of data
collection sources were used: The vrimary data and the
gecondary data. The primary data source include: Hail
auestionnaire: Oral aquestions; Televhone; and Direct
observation. While in the secondary data source include:
literature books and official documente. The methodoligies of
collecting such datas through the mentioned methods above are
discussed in details below:

3:1 PRIHARY DATA

1. HAILL QUESTIONNAIRRE: Two types of auestionnaires were
designed for this project.

a. GQuestionnaire - A:

This was destributed to the memberz of staff of the
Polytechnic, the questionnaire had 30 auestions onliv. avart
from personal data. The aqueationnaire was of atructured
format. with three optional vossible answera., Yes., HNo. or
Unecertain and an ovtion to comment. As can be seen in
Avrendix B. The quiestionnaire was chosen because the method
alliows the resvondents freedom to answer the questione without
fear of victimization. Furtheemere. thizs msthod provides the

opreoritun ity for their responses to be kept for record

- purvoges. to allow any intereatineg varty to verify if need be.
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The distribution of the questionnaire tock the Iform of
etratified sampling not based on Random sampling. This is
becauvee. there are some drouve that are few in number in
comparison to other groups. For esxampie. the total povulation
of the Men supersede that oi the Women. Thus., if Randomly
dietributed. the women view point will not be covered
eufficientlyv. Based on the strata categorisation. the
Re=earcher categorised them into senior staff and junior
staff: males and females: and Devaritmental (or Divieion).
Thies was shown on table i below.

A total of 120 questionnaires was distribuited based uson
the table acheduled on table 1. Av stated earlier. thse
questionnaire is structured. but there are some auestions tc
avoid bias in answering the queetionsa. for. this method mivese
the empiovees freedom to anawer the queations from the bottom
oI their hearts.

. wuestionnaire B.

This questionnaire is made uv of 9 {ninei1 quesationa. with
three specific snswers (Yes. No. or uncertain) and an option
to comment. The format can be sesn on apvpendix C. It was
used to find ocut why an oid emplovee lefit his/her emplovment
with the Polvtechnic, that is in terme of staff turnover.
ii. Oral duestions

Some queations were designed to embrace issues raised in
the basic asaumptions and the hvpotheses. Thias method.

uniike the auestionnaire., answers were received directly from
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the respondents on a face-to-face interview. Further
discussions with resvondents will clarify certain issues.
Thie wmethod sfave me the opportunity to watch the respvondents’
reaction and sincerity of purpose. Also it rave way for
rapport. thus enable the Researcher to get more information
and in detaile. Avpendix A was used as an introduction and
request for information.

The interviews was personally conducted and resvonses
recorded accordingly. The selected oifificials were given the
iist of these questions before hand to ovrepare for the
answers. They were aapured verbally that what ever their
responses were. would be kept strictly cofidential.

The atmosphere was cordial. partly because most of the
officials are acauaintance and vartlv because thev have been
in the vast subjected to such interviews by other researchers,
hitherto thia study.

The aquestions during the interview were open ended.
uniike the vems., no or uncertain tvpe of questionnaire. Being
aware of what vroblems the Researcher woulid encounter durinsg
the studv due to these kind of oven-ended qguestions, the
number ol auestions were limited o a reasonable number. The
sampie oI the questions vosed to respondents are found in
appendix D.

iii. Televhone Survey
This technique is mostlvy used to facilitate the other

techniques of data collection. It was usmed the book
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appointment with the officials for the oral interviews. to
remained and know when to o for the interview. and aliso to
confirm if they are around and available for the interview.
It was also used this technique to facilitate the collesction
of aquestionnaires.

iv. Direct Observation

Three categories of labourers were personallv observed at
work. These workers were from Works, Accountancy and Registry
departments. The emplovees Irom Works department were drivers
and their conductors. the second catogories were teaching
etaff while the last but not the least were some Reristry
etaff.

In the case of the drivers and their conductors. the
Rezearcher joined their Buses to and from the office (the
Polvtechnic) for some weeks during the research. The
lecturers in accountancv devartment. the Researcher tcok time
to watch them lecture their atudents and veriormed some
Academic .jobs. and in the case of Remistry department starii.
he observed some clerks and messenkers in the vrocess of
gatting the information for thie studv.

In these observations. the Researcher observed their
pattern of work with and without their supervisors. Thise
method was selected because the attitude ofi the workers to
work was cbserved. particularlv when the supervisor was around
or not, or if the job was directed by ihe suvervisor or not.

My observation wae not made known to then. =¢ thev wers not
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conscious of any {observer). to avoid artificial behaviour.
Also observed where the tools thev are using for their
duties, their uniform., their attitude to work in the
obsencespresece of their suvervisor. tvrpes of supervision

{i.e. the suvervieor himeeli).

2. SECONDARY DATA

i. Literature Documents.
Many testbooks. vrevious research works and
newsgpavers and magazines were consulted. from these
aources, manv ugerful informations were mathered for this
studv and usefullvy utilized. All the text-books and
materials use were accordingly acknowledse throush the
use of foot notes for references.

The Researcher decided to use thase sources., because
the authors are reputed and their materials seem reliabis
and useful for this study.

ii. Examination of Official Documents
Relevant official documents of the Federal Polvtechnic
Bauchi (FPTB). were examined and used. Theee include the
staff nominal role. FPTB prospectuam. various oificials
forms staff manual. list of staff. and also the list of

those that left the amsrvice of the Polvtechnic.
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CHAPTRER FOUR
ANALYSIS OF DATA
4:1 THE HISTORY OF FEDERAL POLYTRCHNIC BAUCHI
The Polvtechnic is one of the seven (7) wpolvtechnics
established bv the Federal Hilitary Government under Decree
iNow Act) No: 33 of July. 18782, It wes established with
functions and vpowers to:
i. ovprovide full-time or wart—time courses of
instruction and training in:
a. technolomy. appiied science. commerce and
management: and
B. in such other fields of avplied learning
. reievant to the needs of the development of
NHigeris in the areas of industrial and
agricultural production and distribution and
for research in the develovment and adoptation
of techniaques as the Governing Council mayv
"frin tune ti tunem dete’ (from time to time
determine).
i1i. to arranfe conferencesa. seminars and astudv nrou;a
relative to the fields of learning svecified in (i)
above: and F
iii. to veriorm such other functions as in the opinidn

of the council may serve tec promote the objectives

|
1
!

of the Polvtechnic=.

Although work started on skelatal basias in May., 1378, the
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Polvtechnic actuallv took off on 22nd November. 1575 with an
initial student population of 325 registered in the ten
departments.

The Polvtechnic started with an initial staff strength of
i83 comprising 45 and 83 @senior and Jjunior staff
respectivelv®. The information rathered throusfh these sources
of data., that is. qQuestionnaire. observation and interview.
from the resvondents were presented and analvsed as the Basis
of this chapter with the view to determined the Polvtechnic
method of planning and orfanising. staff recruitment.
financial and non-financial incentives, trade union
periormance. staff performance appraisal method. promotion
criterion, training and development., staff turn-over, and

communication pattern in the organisation.

4:2 PLANNING AND ORGANISING IN THE POLYTECHNIC
The discussion of planning and organising management
functions will enable us to know how the Polvtechnic tackle

its problems and how it is set up. structuralily.

4:2:1 PLANNING

Planning is defined by Billy Goetz., he said "vlanning is
fundamental choosing and planning problem arises onlv when an
alternative course of action is discovered’ planning is
deciding in advance what to do, how to do it. when to do it

and who is to do it planning bridses the gap from where we are



to where we want to gfo.

Planning decision for the Polvtechnic one of the federal
Government institutions comes from the Federal dovernment
iteelf throusgh the Federal HMinistry of Education and the
National Board for Technical Education (NBTRE). The Federal
Government (FG) apvoints the Governing Council which is the
hicheast ruling bodv in the Polvtechnic., while the N.B.T.E,
monitor and control the monetary and versonnel budaetarvy. 7The
Governing council is headed by a chairman. The second stage
of decision making is the Academic Board headed bv the Rector
{the chief Executive officer of the Polvtechnic). The bBoard
comorises the Directors of schools. the vprincival ofiicers.
the Head of Departments (HOD's), from there the decision
making stage reacheas the implementation stage that is the
staif of the polytechnic. those that undertake the main
cbiective of the institution i.e. teaching of technologmyv.

But dues to lack of commitment by some of the management
staif which pave way for the other siaff lack of comintment,
resistance to chandes. undersatanding vlanning acoboe,
operational deficiencies and hostile environment. sometime the

planning meet with hidees.

4:2:2 - ORGANISING
Organieing work in both operating and managerial lavel is
necepsarvy to achieve organisational objecgtives. Through

organising, the higher levels of management could assign goals
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that for efficiency management could shift work from one ob
to another. The volvtechnic svetem of organiming shows the
formal flow of decision makinag from the top-management to the
lower-management and also the route of feed back from the
lower-management to the top-management. through the same
channel as a feedback. The Federal Folvtechnic has a well-
cut-down division-of-labour. devartmentally and divisione.
that create advantages. among are as follows:~
i. clear lines of authority from the tor-management

to the lower—-management
ii. all staff report to only one surervimsor. i.e. all

staff to their HODs., all;HOD' A, go.itheir Diractora
of school.

each supervisor {and staff) has a clear

Pt
P;
P-

responeibility and authority.

As such. it disposes confilicts betwesn over jurisdiction.
it wvrevent work duplication. vprovide a sound basis for
rerformance avppraisal,. and aleg it permits expansion with
adequeate control.

The Federal Polvtechnic organisational chart can be seen
in Figure 5. below. it shows the structure of the management
and the flow of decision from the top-manasfement to the lower
{orerational) management.

The response rate for questionnaire - A was only about

43%: that is 52 numbere of qguestionnaire - A were returned up

to the time of this write-ur. This can be seen on table Z beiow.
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TABLE 2: The response of questionnaires distributed to

Federal Polytechnic Bauchi, staff.

MEDI |WORKS|REGIS-|LIBRA-|BUR- |REC- |[ENVI-|GENE-|ENGI-|BUSI-|TECH- |SUB- TOTAL
CAL TRY RY SARY |TORY jRONM.| RAIL (NEER.|NESS |NOLOGY|TOTAL

SN|INISNIIN[SN|IN [SN{JN |SN[{JN{SN{IN|SN|IN|SN|IN|SKNIIN|SN|IN|SN|JIJN JSN }JN

TO
TAL 21 27 3] 2| S| 4 2] 3 21 2| 21 2| 31 1] 27 4 1 3] 1} 2{ 2| 2 251 29) 52
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All the derartments responses rangfes between three {3) to
nine (9), the least came from Business Administration and
tianagement depvartment while the highest came from the Registry
department. Thirtv-three (33) males responded: Eight (8)
genior staff, and Eleven (1l) junior staff: totalling fiftv-
two (H5Z) the nmmmbers of questionnaire - A that was returned:
that is 43% of the total distributed.

The reasons for the low percentage of the questionnaire -
A returned was because of time factor. interms of distribution
and the return, the time was too short.

The oral questions possed to the top-officiais of the
institution., the interview was granted by three officials. two
are registryv staff. while the third. an academic staff. they
answered the questions skillfullv and presented some datas to

back-up their statements. The response to questionnaire - B.

-

mat. nf the 20 ({twentv) distributed onlv but eight responded.

STAFF RECRUITHENT

Recruitment is one of the first steps of staffing. The
managerial functions of staffing is defined as 'filling and
keeping filled positions in the organisation structure through
identifving workforce requirements., inventoryving the people
availabie. recruiting. selecting. placing. promoting.
appraising. planning their careers, compensating. and training
or otherwise developring both candidates and current Jjob

holders to accompiish their tasks effectivelyv and




efficiently’. Recruitment is defined as the process oi
LI1111INg a vacant I'iiilil iHH Ly -"!'I'I".!n'ﬂ_lll“f'.'- 01 sSultable personse
oOm Wwithin or outsiade the yrfanisation ihe duty oI
recruitment in the Federal Polvtechnic Bauchi. which is one ©1
ch TruncrLions 1 ]“T_I'i li Deing carried out 1N Lhe esataplLisnment
W I11C€ ., unaer che Supervision 01 cne i’r‘l'HT Vv negiscrar
{Eetablishment)

ine recruitment or 8tarll ims diviaded 1nto twWo (Z) Tnat ie
the senior staff and the junior staff. Thev both have their
committees which shoulder the resvonsibilitv of recruiting ang
promoting their cadre of staff. The comnittee iz known as
Avpointment and Promotion (A&P) Committee. The A&F Committee
{Snr staff) is made up of the Rector (Chairman)., three {3}
representatives of the Governing Council {ag members)
Resistrar {the Secretarvi. Academic Board revresentative. and
senior staif oificer {(in attendance).

The committee is regoonsible for making recommendations
to the council on the appointment and promotion of ailil
academic and administrative staff other than the Rector. It
aleo makes approriate recommendations to council in resvect of
confirmation of appointmenis. itranasfer of service, staff
digciviine, ataff development.4

The A & P Committee (Jnr astaff) ia composed of the
Registrar {Chairman). Deputy Registrar Establishment
{Secretary). four (4) members. and junior staff cofficer (in

attendancel. The committesa’ s functions are o make



recommendations on appointment., confirmation. promotion and
transfer of service of junior staff to the Rector. 1t handles
all cases of discipline of Junior staff and makes

recommendations such as termination of appointment. dismissal.

suspension, and withholding of annual increaments to the
Rector. It advises the Rector on matters partaining to the
welfare of .,junior stafi.b®

The polvtechnic explores both the internal and the
external sourcing of its staff. 1In the internal sourcing. it
ie mostly through promotion and change of cadre. For example
changing from clerk to confidential secretary: from messenger
to typist, or from messenger Lo driver. The external
sourcing are mostlv advertised in the newspapers, indicating
the POST ., aqualification required. expverience,
responsibilities: etc. The request to fill the vacancy arises
from the devartment. In the process of recruiting. interview
method of assessing is mostlyv usged only in some rear occasions
depending upon the tvpe of .job. like tveping. a test method ol
assessing is usually used. In the external sourcing. those on
secondment and sabbatical leave are also emploved.

Those staifif that were emploved before an interview, an
interview are usually scheduled for them., or their performance
are appraised, within a period of two vears. if their
performance is satisfied. then the management do confirm their
temporary appointment to permanent.

Nigerian contract appointment for those that their
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servicee are necessary but because of retirement age or they
voluntarily resian. the polvtechnic authoritv do emriov them
on contract basis. Thoee that are below the ape of 45 years
old do sign a two vear contract. whiie those above 46 vears
old only 8ign a 1 vear contract. Both contracts are subiect
to renewal in form of f£illing uvp the contract ~ Application
form (Apvendix E) for approval for another contract veriod

after the exviration of their previous contract.

FIRANCIAL DENEFITS (REMUNERATION)

The wvolvtechnic beinz one of the Federal Government
higher institution emjovs the improvement of the staff salarv
ag directed by the Federal Government. Thev are paid based
upon the Elongated Universitv Salary Scale (BUSS5). This zive
them a hidee above the atate civil servants and some other
federal fRovernment varastatals. It surely act as a motivatina
factors towarda greater periormance of the emplovees. They
have increase in house allowancee. transport ailowances. leave
frant. etc.

NOWN-FIRARCIAL IRCEWTIVES

The wpolvtechnic provide many non-financial incentives
towards increasing their staff performance amonkst which are
as iollows:—

i. Promotion

ii. Acting Appointments

iii. Staff-Primarv achool - almoet free to staff-children
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end their wards,
iv. Transportation - to and from the ocifice.
v. Training and develovment.

vi. Otaff quarters -~ for senior staff.

TRADE UNION APPRAIGED

The rolviechnic hams three trade unign® in the institution
the. Association of asenior stafi of Polvtechnic (ASHUP): the
eenior staff Association (55A1: and the Non-Academic starff
union (NASU). The ASSUP mewmbere are all the teachina staff.
the S5A is made up of all the non~teaching ssnior ataff of the
polvtechnic. While the NASU comprises of all the junior staff
of the volvtechnic. All these unions are affiliated to thsir
national bodies. this was practically seen in 1993, when they
wanted increament of salarv and some fringe benefits.

The trade unions are invioved in collective Barsaining
with the management when some thing is at steke. individually
or collectivelv. Some of the achievements of the unions are
ag follows:-

i. The payvment of refurbishing loan:

ii. Promoting their union members:

1ii. Pavment of Arrears for their members:

iv. Assistance to their members (oxr the family of

their members) in case of death or accident:

v. Establishment of thrift and credit society by both

the .junior and the asenior staff:
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vi. Transportation to and from the office: and
vii. Payvment of shifting allowances To librariane and
medical staff. as well as provision of driver and
vehicle to carrv them home after night shiit.
The management enijovs a cordial relationashiv with the

trade unions. vice versa.

PERFORMANCE AFPRAISAL

The polviechnic appraise its staif once & vear. Bvery
vear. periormance evsaiuation form are beind distributed to
every staif member. A sample iz attached. Appendix F. The
form consiest of queations on vpersonal records, vromotion,
training achievement. innovations etc.. of the emploves and
ali these are counter-gign bv an officer mostiyv emvlovee 's
pupervisor. The verformance evaluation form is used for the

foiliowine rurvoses:-

i. Re-poeting to staff trained department
ii. Promotion
iii. Training and Development for future tasks.

PROMOTION CRITRNION |
The avaff of Federal Polvtechnic Bauchi are promoted

based upon three factors:-

|

i. based uron vast verformance on the job:
ii. based upon the present performance: and

iii. Ybased urcon the emploves preparation for future tasks.
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that is, bv wrevaring. throufh development and training.

varsonally or officiallv.

The problem emplovees faces with management on promotion
iseue is that it ies not refularlv done more especially
for the Junior stafi. sometimes the union had to

intervens.

TRAINING AND DEVELOPHENT

Chruden and Sherman {18376)%, indicated that there should
be a formal training and management develovment wrogramme in
an oreganization because it will suarantee that the training
and development of emplovees are more vurpogefull and its co-
ordination and direction will aim at achieving the individual
and oreganisational objectives.

All interested staff of the Polvtechnic that intend to
further their education through training and/or development
are requested to fill-uv staffi Development Iform. which are
being distributed and monitored by the staff Development
committee (SDC1. empowered to as=ess sll avrlicante and
sppiications and recommend to the Hector: The 5DC is chaired
by the Deputy Rector, members are drawn from various
departments. Like in manv organisations., the wpolvitechnic
training and develovment policy is formuiated and conceived as
prart of the general versonnel volicv which is embodied. on a
larpe scale., in the entire nationai dsvelopment.

37

Chruden and Sherman (187617, indicated that the emplovess
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of an ormanisation should be trained and develored so that
they can contribute their very best to the organisation in the
vresence of the changing environment. Thev vointed out the
functions of recruiting and selecting revresents onlv the
initial stakes in the building of an efficient and stable work
force tThat can achieve the aims of gettink wur tThe
organisation. To actualiy attain and maintain the auality of
the work force to fulfil the asvirations of the organisation.
the empliovees reguires continiocus training and dsvelooment
thet will bring out their potentiais for the sood of the
organization. Thev stated that the training and development
of emvlovees should bezin with the orientation and continue
throush out their tenure in the orsaniasation.

The staff of the polvtechnic enjoyve trainine and/sor
development within the country and abroad. Even though., due
to National Tinancial constraint. it must be necessary before
the manadgement send a stalif to abroad., they are mostly trained
and/sor develoved locally {(within the country). Table 3
indicates the number of staff {(between 18686-1983). those that
applied for training and/or develorment., thoase that their
aprlication were avrroved and the vercentage betwwen those
applied for and those that were apvroveds,

The staff eniove various tvees of training among which
are the foliowing:

i. induction training - Thies is mostlv for redgistrv staff

in the hegistry HEstsablisghment {for a veriod of Z (two)}



TABIR 3: Yhe Pederal Polytechnic Bauchi, Training

-35-

NRY APOLIED RPELIZD —r el

a0~ T1771rase] roso] ogo o3t 692 9%0| 1966~ 1957], 1962 |19ms suo] 1521 soee| 1993 s9os [1367 [soes10es {1980 1001 ioaz]son

wes | sltzlli|aolst|s|as) 2 |13 |10 f1a|w|a|s]s]aonfuoer 525722 [22.5 {56.9506) o
s T s T3 s s ol nl ol s 1a 12 {3l ol o] 7| o e | os feosisen |10 [oos [sauefar.s
e 3l sl sTolamlnslalsl 117 (s | 6] 7(0] 6] maserssmfeo |22 [seslan e
wonach | 3119 1|16 lseles|ss|a| 2 10 {8 | 2{u7]2 19|z [so.calsacasnofson |20.3 |53.2055.8/84.
amsurel 610 8l .|| 3|7 |5 | 7[9 |1fs0]s[ss |rex [eas]se.s |20.9 l6a.2oa.31a8.8
mswr|  |w|u|ne|a|s|ofal [l | 7ls fs{s]n] | s snsam @

ts : and Departzest ' - i = Only Seni ' steff data available

* -1 = Kew uncounted agplications approved.



-76-
wesks — 1| (one) month, also aome devartments undertake
the same., but in their own department. i.e. departments
organised only for their stafrx.

ii. On the Jjob~training:

iii. Job rotation;

iv. Job enlarsement:
v. Avprentieshir training;

vi. Classroom.

LABOUR TURNOVER

The amount of movement of stalif to and from <€ n e
Poivtechnic. do occur in many different wavs. the staff do
ieave the service throuah voluntary resisnation. withdrawal of
service, transier of service, expiration of contract.
FKesignation. »Secondment and/or desecondment. deceased &.t.c.
The manvower strengih of the Folvtechnic is avvroximately
5965 -

Chruden sand Sherman (1876}, in their ‘perscnnel
management”™ textbook. provided 8 (nine} sets of guestions in
the ocuestionpnaire. as a follow-upr on those that left the
gervice of an organisation. The Researcher tested the
hyvotheses. and come up with some findings. One of the
respondent atitached his resienation letter to the answered
questicnnaire. Appendix G. Bassed upcon the few replvs from
the guestionnaire - B. the causea of turnover in the

Folyvtechnic are as folilowe:-
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inter-peresonaliiv clashes between the starff

[
[
L[ ]

Not readyv to accept changes in environment.
thua changee in the wayv and manner to handle
thinks. by uesina contengency approach
iii. Host of those that leave were vounm. active.
innovative, ambitious, unsettled.
iv. Mostly leave to further their studies, or
for more lucrative job.
v. Lack of recoanition of staff contribution to
the organisation.
vi. Lack of clear cut authority and resconsibilitv
in the practical asvects.
vii, Prevailing personal interest as argainsat
organisational intereat.
Table 4 indicates the mesthods the Polvtechnic etaff
lsave the service of the FPolvtechnic from (981 -~ 19584

VAPriliyio,
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TABLE 4: :- The Federal Polytechnic, staff method of
turnover.

1994 (April) 1993 1992 1991
VOLUNTARY - S 4 3
RETIR.
WITHDRA OF = 16 17
SERVICE =
TRANS. OF 1 18 8
SERV. 8
RESIG- 2 4 5
NATION 16
EXP. OF - - 1 2
CONTRCT
TEMPOR .
LEAV OF - - - 1
ABSENCE
TERMI -
NATION - 1 15 12
SECONDMENT
DE-SECOND. - 2 1 -
DECEASED - 2 1 -
UNCERTAIN/
OTHERS - 1 8 2




—T~
COMMUNICATION PATTREN

The lav-down procedures for Commanication. top-down, on
the organisational structure is beingk aesieted by two other
communication pattern they are the Horizontal and the bottom-
Top communication.

The Horizontal communication is that which exiat between
the mtaff of the same rank. i.e. staff veers. for example. the
Head of Departments of two different devartments. This,
usually is not a directive sort of communication. but it'e
based uvron understanding.

The second twvps is that from the bottom-tov. that is.
from the lower {or middle) management staff to the asenior
{top) management staff. Thia can be sort of an advice,
grouped decision reached like in the case of collsctive
bargaining., through the trade unions. These communications
are verv important in the Polvitechnic for its closes the zab

between the management and the smplovees.

FHPLOYEES DEGREE OF DECISION MHAKING

The emplovees are involved in the management decision-
making through their:-

i. Trade unions

2. Heettinms

3. Seminars and avaposium., e.t.c.
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Below is how questionnaire - A of Appendix B was filled

up by respondants.

YES NO UNCERTAIN
i. Do vou have a clear work content? 34 10 8
2. 1If trained do vou use vour training| 38 il 3
acaquired on vour present ,iob?
3. Do vou nave all the facilities i7 zB 5
reauired carry out vour job?
4. Do vou have a supervisor? 4z 4 (3]
B. How do vou assess supervisor?
s o skilled person 32 8 5
ii. heipful
29 iz 5
j3i. autocratic o 27 13
iv. perticipative
i) i0 8
v. democratic 29 9 8
vi. understable 32 3] =Y
vii. initiative 25 S 1z
33 8 6
6. Do he/she let vou act in his/her

absence?
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How do vou asses vour supervision
on vour surbodinates: -

i. perticipative

£1- encouraging

i3k, helpful

iv. initiative

v. motivate

Do yvou let one of vour staff act
in yvour absence?

Anv departmental incentives?

Do vou like working in vour
departmen?

Anv other departmental preference
rather than vour department?

What vour assessment of
vour department? Good
Poor

Do vou like working with the
polvtechnic?

if given a .job opportunitv soemwhere

else will vou honour it?

How do vou foreses vour future

32 12 B
27 14 i9
Z8 iz 12
26 15 il
26 i4 10
22 40 10
i4 3Z 6
24 21 7
22 20 10
27 12 13
10 30 10
33 i5 4
14 ie |} 22
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in the polvtechnic:

Bright

ii. Average
iii. Poor

iv. Terrible

How do vou assess the volviechnic

policy performance?

Good
ii. Average
i1ii. Poor

fiave vou ever have a probliem with
the volvtechnic management?

if "Yes . wae it a wron& bv the
management?

Did vou formailiv complain about it?

Anv positive reaction from the
management

Are vou promoted on a normal basis
(rules)?

22 | iz
i4 8
[ .
t 31 | 11
3ai | 13
20 | 10
14 8
23 | 10
34 4
8 2
4 | 10
P 9
20| 22 | 10
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2z. If "hNo'. do vou usually fulfil the
Reauirement for promotion 3 B 9
when neeaded?
23. I wvou see the polvtechnic management
towards its emblovees:
i. Democratic 22 i3 i7
ii. Auvtocratic iz 22 18
iii. I'o0 not care attitude s 20 i7
iv. Avpreciative Z4 io iz
Z4. Anv most interesting thing about
vour job’? LT 20 14
25. Anv dood thinz {(service) enioved f
in polvtechnic? i 26 ) 13 | i3
1 i
i, | A
26. Anv most terrible thing about vour | 9 | 39 l 12
Job¥ ! i
] |} -
27. Have you ever initiate something [ 1) | o2 j iz
on vour job? i d
.. . I q, — . —
Z28. Anv achievemenit(s) on vour Jjob? i 74§ 28 | 17
i 1
{
2. 1Ia vour Job very important to j 36 ll 9 i T
the polvtechnic? { d
| N |
30. Do the polvtechnic recosniur i 20 [ i9 1 13
importance in the institution? i i i
COMMENTS = — Most of the commente. came from the junior

etaff that have rarely undersgone any training or develorment
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for one reason or the other. thus. hardly to innovate
something or achieve asome set of goals that miaht make the
rolvtechnic management promote them as a vardstick. HMost of
the comvrliain comments are those that were given guerv for one
thing or the other. On anv good service rendered bv the
Polvtechnic, most of the comments commend the autorithy for
the provision of Transport to and from the office.

On the issue of wantinag to leave the FPolvtechnic for
another ,job. most are readv tc fo for a more lucrative job
with Job securitv.

During wy direct observation. Drivers and their matee,
most of them dreases in their uniforms. their working vehicle
are Tairiy average. but need repular aservices and repairs to
keep them on Foad conatantliv. the ticket avastem i.e. without
money exchan&e avoides corrurit practices. but there is need
for constant scheduling and timing of the Buses. The empliovees
perform much more carefullvy in the presance of <their
supervisgor. During the observation in the Accountancy
department. msome of the lecturera were marking students
Examination scripte. calculating. recording and comvelling the
etudents resuits. The Researcher also obssrved them when they
were lecturing their students in their various courses. From
these observations. the lectureras were doing their besi in the
prevailing condition and circumstances surrounding them. The
iscturers do not have sufficient working materiale more

egpecially text booka for consultation. to make notes from
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and also to refer the studentz to for further studies. The
iecturers are not sufficiently enocugh to cover all the courses
convinientiy. thev are neariy overloaded with the variocus
departmental .joba. The Authoritvy need to empriov more
lecturers to reduce the over-burden. The lecturers behaviour
in the presence of their supervisor (Head of Devartmenti has
lititle or no effect towards their attitude to their job. most

of them seéme to be attached to their .jobs.
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FOOT NOTEB

The Federal Polviechnic. Basuchi. (i0th Anniversarv)

progpectus i888/89.

The Federal Polvtechnic Bauchi. Annuel Revort. December

ig80¢. vame 3

The Federal Polytechnic Bauchi. (10th Anniversary)

sSpec tul 988/, 09

Chruden and Sherman (1978} - Personel management.

vage 177

Ibid. vamge iT78

Federal Polviechnic Bauchi, Staff Development Committee
(511 files between 1387 - 1i5H3.

Staff list from senior FPlanning Oiiicer. FPTB.

Ex-staff listse from cfficer of the Planning Ofificer.

Federal Polyvtechnic Bauchi.
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CHAPTER V
HUMHARY ., CONCILAUSION AND RRCOMMENDATION
5.1 SUMMARY

The establishment of Foursh Bayv collese in freetown in
1827 is one of the first steps of achieving the primarv aim of
higher institution in Nigeria. Various ethnic group later
particivated directiv by sending their members t©o abroad.
Svecifically. in Nigeria. the hietorv of hidher education can
be traced to the Elliot commission in 1843. After the
establishment of hisber institutions. the Federal Government
eetablishs H.BE.T.E.. BUC. and N.C.C.E. to forease and monitor
the institutions under them. as Federal Government agents.

HRM is the study of organisational vroblems in the
context or the emplover-empluvee relationship. it is
concerned with forecasting future reauirement of all tvees and
levels of emplovmente and matching them with forecast of
likelv availabilities of such emplovments.

Tne functione of HRM are: planning: staffing: and
maintaining eifective working relationshipe. Each of these
activities has its own set of activities. These functions and
activities importantly attract. rettains and motivate
emplovees. Their recent and g&rowing importance in
orpanisations is also attributed. however. to the recognition
that PHRM can and does have an impact on the bottom line of
the oremanisation.

In this study. effort wae made o review many modern
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techniques (theories) of menaging Human resources. randing
from the acientific. socialist and humanist stvies. In as
muach as these tTechniques can be arfued to have universaliv
accevrted and application. 1 hasten to warn here that their
avplication should be adopted to the special veculiarities of
the human resources of a &ivan organisation. In alternative.
Nimerian vpersonnel managers should intenaify research
activities t€oc discover better techniquea. that our human
regources can be better managed for high vroductivity. puttine
in wview our socio-cultural backeround.

In this study. empiovee turnover wasms reviewed. its kinds
and how it is being comvuted and compared. it s methods and
advantages and disadvantages. Also Grievances and complaints
are differenticated by definations. causes. characteristics,
tvres and procedurse to bs followed if necessary.

Two sodid methods of collecting data available were both
used. The primary data socurce and the secondarv data source.
In the vrimary data source. it include the followina
technioues: qguestionnaire. oral aquestions. televhone. direct
observation. Whiie in the secondary data source were
literature books and official documenta. The content of these
sources cover all the aspecta of all the basic assumptions and
the hvpcthesis. The questionnaire are of two tvees.
gquestionnaire - A and questionnaire - B. One hundred and
twentv cobies of questionnaire - A were distributed onily

Tiftv-two (i.a. 43%) were returned. and were used for the
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anaiyveis. Twenty cories of aquestionnaire ~ B were
dietributed, only eight were returned. Ten guestlona were
orallv posed to the top officiais of the Polvtechnic.

In this studv. the hiatorv of the Polvtechnic with the
functions and vowers for which it was established were
reviewed and also the planning and the organising functions in
the Polytechnic.

The data portraved the administrative stvie of the
inastitution. in terme of the staff recruitment. financial
penerita. non-financial incéhﬁives‘ trade unionism, staii
verformance appraisal. vromotion. Training and Deveiooment,
iabour tTurnover. communication vatiern. and degree of
empiovee 8 perticipation in Decision making. There are
factorg that determined the motivational factor in the
polvtechnic and as well as to compare the "custom’ there in
reiation to the HRKM modern technigues by the scholars of
vrudent achievement.

5.2 CONCLUSION

There has been a reasonable vercentage Human Resource
management in the Polvtechnic when modern techniques are
compared with the human resource management activities in the
institution. not with standing the prevailins condition and
circumstanceeg in the countrv. . .

5:3 RECOMMENDATIONS
The followinr recommendations will in no small wav

improve the HRIM in the institution if adhered to and will
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gurely motivate the emplovees to increase their vroductivitv:

i.

ii‘

iii.

iv.

vi.

vii.

The acute shortase of working facilities used by
the emploves need to be taken care oI more
especialiv those facilitiea that are of orimary
importance to emplovee 2 Jjob verformance.

There is nesd to recognise those emplovees that
alwava pui their efforts and energiss towards
their job.

The recruitment procedure for nnew emviovee

should be strictly followed in order to get the
"firat class man’ of Tavior s scientific
management not bamsed wepon ‘whom 1 know',

All those that were emvloved. their emplovment
confirmation letter shouild be written and send to
them in &ood time as laid down in the Polvtechnic
rules and regulation.

induction trainine shouid be taken wuwp and
incorvorated in the staffing function. should be
made compulisory for all new smplovesa of all the
devartments for a seecific period.

The performance evaluation should not only be uased
for vromotion vurvose onlyv. it should be used ior
atarff develorment. and personnel svecialization as
well,

Training and Development of staff should be

increase and also the empiovees shonld be encourase



viii.

ix.

xi.

" -BZ-
to fo for one vprogramme or the other.
All those that underfo training and Develovrment
should immediately be tranaferred
to their new office and change their cadre. both
administratively and rfinancially.
The management should bridee the communication
gab between it and the employvees. should
encourage bottom~top communication and horizontail
communication. These will bring about cordial
working relationshirp and @ood workina condition.
thus, improve emplovees’™ performance.
Promotion which is reward for hard-work. shouid be
reqular and .judicious to motivate the emplovess to
carry their duties diligentiv. This will avoid
lakadaisical attitude towards their duties.
Officers in the various devartments should lead
by exsmple as againat the wronk statement of “do as
i sav but do not do as I do’'. If the oificers do
not show enough intereat in the job. hardlv will
his /her surbodinates be serious in the job.
Finallv. criticisme or otherwise of the study is
highly welcome.The Kesearcher hereby encourage any
interested varty (or varties) to research into this
gubiect and ipatitution for ftTurther clarification

and confirmation.
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~95~""”r'
1984.

The Federal Polvtechnic. Bauchi. Proavpectus.
1988/898.

The Federal Folytechnic. Bauchi. Staff iist (Senior

and Junior starii. iov4.

Torrington. Derek and Charman. John (1879) - Personnel
Hanagement- vreniice-Hall internsational. Inc London,
lst Edition.

Ubeku, A_K. (1976) - Personnel Management in Nigeria.
Ethiope vublishina corvoration., Benin citv. Nimeria.
ist Bdition.

Webster 's (1871) - Third  New International
Dictionarv and seven languags Dictionary volume
11i. 5-Z2. Encvclopsedia Britanica inc. UDBA.

Yerima, Idris Yamta (i983) ~ Manvower planning and

develomment — HBA thesis. ABU Zaria.
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APPRNDIX A

Devartment of Business
Administration,

Ahmadu Bello Universiiy.
Zaria.

Ioth Juns., 1294,

— v ——— ———— ———rm ! —— T ————— " " — i —

REQUEST FOR INFORMATION

1 am a Fost sraduate student undergoing my Haster'a
programme in the above named devartment anired to write a
thesig in vartial fulfiilment of the requirement for the award
of the Haster s dearee {Master s of Businesa Administration.
HMBA}. The title of my thesis is "Human Reaource Managsment in
Nigerian tertiarvy institutions: A case studv of Federal
Poivtechnic Bauchi”. As one of the top-officiala of the
Polvtechnic. I will appreciate if wvou will grand me an
interview with vou: I will seize this oveportunity to formaily
request for some official documents relevant to mv field of

atudv.

Thanke in anticivation.

Yours faithfullv.

Othman Shehu Yakubu.
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APPBNDIX B
QUESTIONNAIRE A - 70 THE STAFF OF FRDERAL POLYTECHNIC
BAUCHI

INTRODUCTION

This auestionnaire is desimned by a vost araduate student
of Business Administration from Ahmadu Bello Universitv (ABU)
caria. The information is reauired ior a thesis in vartial
fulfiiiment of the requirement for the award of Waster's in
Business Administration (MBA). The intention ie to study the
Human Kesource management of Federal Polvtechnic Bauchi.
Bauchi State. Piease co-operate to answer the qauestions
honestiv and accurateliyv. Meanwhiie be assured that ail
information aupviied shall be trested strictv coniidentiai.

Fersonal Data

Devartment - o e o e e e ——
Data of Emplovment—~—~————ae—mme e - —————— ——
Entrv qualification/rank—-- . - ———
Present rank/date------ —— ——— -

Date due for promotiopn—~-——————-

How many training cpportunities to date—————--

Piease tick which is avrropriate. for further comment(si
vou ahould just write the queation number at the back vage and

write there. please.
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YES NO  UNCERTAIN

1. Do vou have a clear work content?

Z. If trained do vou use vour training
acquired on vour present .job?

3. Do vou have all the facilities
required carry out vour Jjob?

4. Do vou have a suvervisor? ;
5. How do vou assess supervisor?
i. skilled person

ii. helpiul

iii. autocratic

iv. perticipative

v. democratic

vi. understable

vii. initiative
6. Do hesshe let vou act in his/her
absence?
T How do vou asses vour supervision

on vour surbodinates:



ii.

i3.

i4.

i5.

-99-

, pverticivative

ii. encouraging

iii. helpiul

iv. initiative

V. motivate

Do vou let one of vour staff act
in your absence?

Anv devartmental incentives?

Do vou like workina in vour

departmen?

Anv other depvartmental preference
rather than vour department?

What vour assessment of

vour department? Good
Poor

Do vou like working with the

polvtechnic?

if given a job opportunitv soemwhere
else will vou honour it?

How do vou foreses vour future

in the polvtechnic:
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- |
i. Bright '
-
1i. Average
L ']
1ii. Poor
iv. Terrible

it. How do vou assess the polvtechnic

policy performance?

| :
1. Good L = |
»
- A i
ii. Average |
"
. =< [ 1
131 FYoor l
17. Have vou ever have a problem with F
the polviechnic management? L
e e ey . . - T T 1
iB. iIf "Yes . was it a wrong by the | ! |
management ? L i 4 :

. - . . g ) o= &
19. Lvia vou 1ormally complailn about 1u¢ ‘ I I
L —

z0. Anv positive reaction Irom the

management R
Zzi. Are vou promoted on a normal basis

(rules)? H _
2Z. 1If "hNo' . do vou upually fulfil the

Hequirement Ior promotion

when needed? %




23.

25.

28.

&9,

30.

~i0j~

Do vou see the rolvtechnic manarement

towards its smplovees:

i. Democratic
ii. Autocratic
iii. Do not care attitude
iv. Abb;e;iative

Any most interesting thing about
yvour job?

Any Hood thing (sBervice) enjoved
in polvtechnic?

Any most terrible thing about vour
Job?

Have vou evar initiate something
on vour job?7

Any achievementi(s) on vour .,job?
is vour iob very important to
the polvtechnie?

Do the polvtechnic recogniur
importance in the institution?

P— e,
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APPENRDIK C
GUESTIONNAIRE ~ B: TO EX-~-ETAFF OF FED. POLYTECHNIC BAUCHL
INTRODUCTION
This guestionnaire is designed bv a postaraduate student
of Bueiness Administration from Ahmadu Bellio University (ABU).
Zeria., The information is reguired for the Award of Masiter's
in Businese Administration (MBA). 7The intention is to study
the Human Resource HMsnagement of Federal Folvtechnic. Bsuchi
Bauchl State. Flease co-overats honestly and accurately.
Meanwnile to assured that all information surplied shell bhe
treated strictlvy confidential.
DO WOT SIGN: Answer by a chech merk where choice of anmer
bank is ofifered. If wvou need more room Ifor vour comments.
write “over’ and continuve on ithe
1. When vou were firat ewploved at the FPolviechnic. were the

doties and responeivilities of vour job cleariv exviained to

you?

YRS~ e it i e N e - UNCERTAIN—-—w—wn~
COMMENT 5 - - e o i it e
2. Where the conditions of work, salarv. and other benefiis.

houre of work. eic. clearlyv exvlained to vou?

TES~mmmm e HO-—=~—mmsmes  UNCERTAIN~~===n
OORENTS~ e

3. Did vou know who was vour immediate supervisor - the one
person to whom vouw reported and from whom you were to receive

inatructiona?



YES ¢ S URCERTAIN-—~—~
COMHENTS e e i e e

4. When vou needed information to do vour .Jjob. were vou able
to get it easily with vour supervisor?

YRS~ HO———~m e URCERTAI N~~~
OOMRNT S~ ——— = — e e e

5. When vou had a sugedestion about doing vour work., could

vou discuss it easiiv with vour survervisor?

ALMOST ALWAY-~e—-- USUALLY-~-- SOMRTIMBES-—-- RARBLY-~w-m=—-
PRACTICALLY NEVER-~~~-m=v~me————

COrifiNT S e N— - -

6. Franklv. what was the real (most imvortant) reason for
vour leaving the company?--«-—~—- - - e e e e e
7. Could anvthing have been done to crevent vour leaving?
PROBABLY YES~————- FROBABLY RO--—~- UNCERTAIN-—~—mm—-
COMMENTS ~ : —_———

8. Have vou secured another iob?
IRE——————————e [ if. "YES". how does it comvpare
with vour last job with the PFoiviechnic?

COMMENTS em————— -

8. Add here anv other commentsz vou wish to make about vour |
work at the Polvtechnic. vour feelings ams an smplovee. or vour !

suggsstiona for making the Polvtechnic a better vlace to work-

e - Nk i P . ke i e S k. Y ke e el S Sl S P A P el e W v MY il e ek e R et

THANK YOU FOR YOUR JCO-OPERATIOH. PLEASE RETURN QUESTIONNAIRE
IN ENCLOSEDL ENVELOF. DU NOT SIiGN YOUR NANME.



10.
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APPRNDIX D
QURSTIONS POBED TO DOMR OF THE TOP-OFFICIALS
Do the inetitution have anv procen it follows in
recruiting its stafi?
How do vou assese the financial benefits of vour staii,
Does it encourame them to increase rerformance?
Are there ather incentives to encouraie freater
productivity apart irom the financial incentives?
Do the trade unions hely towards improving the
working conditiona of the stali?
Do the Polvtechnic avpraise its stall how and
where are the obiectives?
Are there msome lay-down criterion for vromoting

-

vour stafi?
Do vou train and develop vour emplovees. How adeauate do
the manasgemenit periorm?

What do vou consider to be responaible for the hish
turnover of the Polivitechnic?

What other vattern of communication in existance in

the organisation apvart from the organisational top—-down
flow communication pattern’

What is the degree of invoivement of workers/emplovees

in the decismsion-making process of the organisation?
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A% b devnn e
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CONTRACT AGRECMENT FOR NIGERIAN OFFICERS

AGREENENT NADE THIS DAY OF 19_

Detwean Lh::_m:.achiam—tqr-mlﬂsé' bl of b Coupnil of
Federal Pelytertnie, Saushl, dlgeris {herediaiter called the

employer, and
- Zhogelnat ter called thw person ongaoged)

1. Tke Agrusment is subject to the condltions set forth in

"Tthe schodule hereto anner o and the schedule shall be read

and construes 8 part of the Ageeemenl. In Lhis agreement
unless the corntext ctherwise reguires: "oaployer meant th
Counril, Fuderal Pelyteshnic, Bauchi, Nlgerla, and Lhe tore
“Head ¢f his pepartmest I-’Jef:_n.'l' Eno Hemt of hepacbeont of 1
perscn engaged Including tne person for the time bedng scling
a5 Huad of Cepartment and Slrortor «of o Scieends A1 0ars n.-r-—
ces in the male gender shiall appldy viqunily re any Yemolas

person engaged, Salary includigs Inducessst addis ban,

2. The person engaged agrees tp asnume duly ny

cnd undoeptares that he shall dellgently and faivbially pertora

e ey ies af ey the Cerm of Rila opgapmsat

it will Geb fn all respects’ acoording Vo the loslructlons
s dlpesrions qiven to him by the Esploger chrough the Head
of his "enartment o obher duly anthorized of tiri.,.

3. ‘The salary of the aann engaagi.d shall by sl the pears ol
i M nijneg

gl {h Y oa year amd ristag By anivas)
Sneronent b (L] } 8 year L osegiend g o
of swoale is . Hesides bastu nalary,

Inducement adaeislan shall de _f._-;u---h!e at tha pate of 339 o
the hasic salary, pwnble‘nnnthly, provided the psrson
er'!q:.p:;r:::l is pelow the ags of 45, snd not recelviny poniion
beneflits or qranuity'frcm hia former employer. The pouson
ongaged shall commence to draw salary el the rate of

% ) {N - } a year, plus laducemei
additlan ac the r'-a'tg_,'of | ST, | (. O

a

a year, Lif inducement additlion iz applicable to Rim.
“4. The Recter bsh.’eli_ not Le in any way personally llanle

for anythleqg arisiag out’ cf this lqreeweit. AS witmend
ceur hands the rday and .yt.'a: anove: wrlttend

SIGHED:

(Hy The Ru:}.or Tor and on wwhaly of e CLsn dgre)
Tounéil, Federal Polytechihic, doaucni.

o tht prosvnce pf

Lgnga < o 19K Statng:
(by the gersan Engeted (Name Lu Gopital Letlars?

-

.. —;'2 105



in the presance of

{Name Ta ZapTeal LoLiors)

Addressi

- B e e

o Oocusar Loas

SCTHEDULE

CONTRALT 1= The lontract perind is years, - opmens-
PER 14D clng from the date the gorson enqaged assumes

duly. B

4 >

DUTIES 2.11) The duties of the person éngaijed Shodl
include the usual dutles of the cfflco In which
he s endaged, 4and any other sultable datlen
which the Emplaycer may call upon him teo jszefonmi.
The person engaged shall resids {n such place
and ocrupy himsell in such manner as che employer,
througn Lts duly authorised offtcers, shall
dicrect and’ he shall ‘not aither direcely ar
‘Indirectiy engage or be concerned In any oth.
scrvice or busiress whatsoever, but Bhuall dowv.
the whole of. his time and atteplion o Lk
service of the Lmployer (oxcepk that tho hector
or Head of Degarimant of the persan engaged, o
and when asthorized by Umployer, may perelt a
fedical Officer or wutal Surguon LI viwe in
private practlice as means of helping voo wmeel G
public need).

ANNUAL 2.(2) The person engaged-shell e enticlod Ln
LEAVE annual leave, the nurber of days for which wi
be_cerrensurate with rls salary drode Level.
Privhoty . 2.43) The person (eml;«!l't)ud Sh-l.l ol cieae o
PRACTICEZ  private practice of any klnd, axcept wilh the
price wreitten approvnl ef the Employer, and
"he shall conform to thy Laws, regulariens apd
rirculars of the Federal Polytechnle and Guneral
grders, Finsnclal fastructlons, as Yald down
in Gevermument Circulars, for che time beding in

. force in the Decree¢ estaniishing the Federal
Polytechiric, -in so far as the sAme ore applicable
te him. | . p

INCHEMENTS 2.(4) Increments of salary, 4f auy, will be
reckened as from the tirst day of the manth b

" which the person engaged thkes up Lis appolat-

mint wi th the Council Federal Polylechnis,

fauchl,” Ho inccemunt will be grantiea ualess

the efficiency, ecunduct and delfgency of the

persen engaged durdng the yedgr fmmodlacaly

prcceedtng ‘have beefi appvoved as Lo thg

satisfactery by the dead of Lepartment of

tre pcr..o" engagied.

DEGUCTIONS 24(5) The salary of tm persoen epgaiped Bay b

IN SALARY 1table to deductions as may bé Authorteed from
time to time,.

ACTOMMODA-  d.  Accommodation; o rend Al Dot in J4zu of

TITN accommoriat ton, "will ber pagagie Vo b g ds
engaged in accordanca witn Lia [XITE TP
Housing Palicvy.

wood |



r i o

<. NLLLING ON fe When travelling on duty away freoam his

OFFICIAL DUTIES statlion, tne persen ongaged will e paldd
transport or travelllng allowanceg as Ehe
Employer may declde,

ILL-HEALTH S« 1If, for reason of {ll-health or (nfiznlvy

4 of mind or body, the é¢mployer feels tnat the
person engaged may not e able to tendar furthe g
efficient service. The appoinblment chn e
terminated. '

DISKMISSAL 6. If the merson angaged falis Fe sty
duty, or shall at any time neglect or sefus
fur any cause (excepting 1ll=healih ot caus:
by his own misconduct or negligence, as provs
in clause 5) to pesform uny uf hils dutien o
comply with any order, or shall disclose any
information in respect of the affajirs of the
Employer ko any unauthorized peérscn, shall bho
dlismisged by the Eaplayer.

TERMINATION 7.{2) The employer may At any Ufae Coemingte:
CF ENGAGEMENT the engagement of the (e son angaged on glving
Y EMPLOYER film tlree months® notice o writing oy on

paying him orne monch's salocy dn [few ofF
notice,

Al ILIT 8. In the vent of any pecuniary damage ar
JI T ke ioss to the Councll avlsing ftrom the person
T LM, engaged disregarding or falling to comyply

with any General Oraer, Finsncial lnsbiructlong
the Iweree estapllshing Foederal Polylechinle,
Tircular or from any nogligence of dubly whatso-
ever on his pare, he nay b laple e doeduetiog
from his salary to mawe good bl dumage: oo poart
breeve!d the amount of whilul, shad) e 1lxed kg

‘) the Emplojor.
FPURTHLR 9. Four months belore Lher abebte of Ll coapiiom
EMPLOYMENT tlan of hls enqgageme-nt undkee Ehils Agoevnant,

the persan engaged shall (lve aotlico In
welting to the empleyer who shall thersigun
decide whether {t will offuer hilm fuvtine
employment in which case the re-ongagement
will be on such terms and for such psilod
as may be nmutuvally agrecd, I 1o = rpon
engaged falls to give such notlae ot laant
three months before the Jdate on whileh L
contphact will expire, Tt will e deomed %o
have given notice tnat he does nol wisn b
remain in the employiment of the Employr
afrer expication of torm of his Cngaaiamnt.

GOVERNMENT 10 EXC!.'}:'. wWhilire v Rjitieshn plu\f’.:;‘ Lo e Fhw
EROULATIONS cantrary axists In bnls Lprcetment, the poesin
vogaged shall in 21l respects pe bonnst by,
and shall enjoy the bencf it af ol vy
regulations publisned in the farm of Senegsl
i Grders, Flaancial Instructiops, Public
' Service Cormission kegulatlons, and Ciyrculars
for the time telng in force and Decrew
Estaplishing the folyluctinla.



il

a legal right Included in the
nocmally patd on the satisfactory
riesidentinl scevice, or on the
cemination of the toon of engagement, trovided chat the
farson engaged 1& noc o pensiener.  he qraLuiL? il g Approved
15 calculated at the race of Fifteen jwrdent o1 (e farson
of the person'sn basic salayy.

TNOTHNOTE:  Althcugh not
= ftract, & gratuity is
~smplotion A 4 bteur of



The FEJEMAL rves- -
STAFF ASSESSMENT FORE = ANNMUAL PLRUGRMANLE G-
REPORT

périod of Repert: From TO:
’.'

i
PERSONZL RECORDS COF EMILOYZE (to be completed by offlicers on
SS 2 and abave).

1. Name of Offlcer:

{Surname ) Forenane ) {Tiklel

. 39 Dakte of Birtn:

i. Departmant:

4. Qualifications held: (%eguee, Diploma, Cerliflcste
and Mesmbership of professional badies)

- . -

S. pate of first appointment fnto the service:

e ———

G Date of first appointment into the Polytechnic:

Te Date appointed/Prometed to cubstanilve grade:

. Be Total aumber of days-absent on sick laave cduring pariod

of report:

9. Acting appointment nheld duriny peclod of rapertk, with

dates:

{10A. Courses undertaken during period of gpepory, wlth

dates:

B. Productivity since last prnmatinn/appointﬁent:___

{) Mo of research projects iniclated/supervisea {(give
title, dates end attached caoples)

fo% 48] de el conf<rence/seminar/workshop papers prasented,
attacn copied) '

1i1) wno. of journals/acrticles accepted for publicatlion
{give title, dates and attach coples)

iv) He. of administrativefcomsunity duties invelvead

in

At
™

v) MNan professional hodies registered wich

vi) Special achilevement(s) during tha year:
¢ ]

,wli) No. ¢f standard texthooks contributed to:

NOTE: Ia all cases, attach appendices as approprlate.
11. Present Job (a) Jab descriptlon (in order of impoctance)

- p—— - aer o - e b ——— — — e e

103
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)
i, To be completed [.v v &rlily L.
.reparteu upon augbes fhe 303 AR
of importances gtnety e Cor ik a.

— —————

a.

110

. dhL el The geErson
“dption and the ooder

b

R A e £ h

Plasse lndicute one or the rollowing as vou consider
£ v

appropriate: wutstanding, Veoy LoGd; Cood, fuaar, Foor.

1)
ii,

Foresight

Ural expresusinn:

o S i S -

iv) written expression: _ -
v) Numetlca. cuw:a. .oy ah . e

vi)
vil)
viii)

kelation with collcasues:

relation dich puel? i

ACCeptunce: of mesnpnrripllicy”

- e .

e —— e e e —

(il vgnetzation:

fAkk D Judoeneni;

e ———— e —

i et (% WP PR

1x) relisbllity uncer gress' e
x) brive and getesmlnatfe s,
xi) npplic.:.t.‘.nn a1 ,'Tl:a'.'l.-.r..,io-'.x.l LSt £3 4 L RGOmtalges
xli) Queput of work:

xiii) mupagement o1 skefz fLF applicable):

xiv) qyuality or work:

xv) Punctualizy:

e e e

xvi) Owerall periorncnoc: .
.‘.“‘l:aininq needs |\ spet A0y whe teldnln 4 Ta Lz afficur
B Promotabilit, sroustesfiv 2 odwLtal )
Communct on Fous s oM 4 3 = = = ceraen e - -
lo. ‘He/ohe has scrvsa Gncor ma 2o boe wer - youri s,
7. MNafle of agsessany ool ol s Aegk Yeltauaivn
uragde: _ e o UREGTL ST e L, DAt -
e Counter-zigs’ne w51l e
e 4 e TSy e g Ry
Confirm thut you cu e e sennttlno fricer' o asnifhsse
) P .
ment, or lnto ¥ i “Teme g di sagreenent
‘wnicn may roooin .. mocate pimfners
19, He/sStie Nas soerveg usnsot me fo0 ®ha oot year(s
2U. Name of Ceun.or=cigeing ofcdent (21 alacln laugrrags
Lrade; S Sunatur e e e At
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b
assj.qment of Estate duties to s laymen Who had no piuevious ;Z

professionsl qualiflication end previova experiaences The ]
icn came later as thera was no other reason but a .

y rent cdeal which I would not allipw as a profussional. s,

"‘q.g only way tnerefo:a %o i:eep this on was tc keup e off, t:

- - ! v

I, u-at :.evaral memas protestimj that I was Lelng profess—
lonally insulted thtouga memos 7 and 6 as per nlLaC\od.
What actually-convinced me that there was somcihing {lshy b
in the method of acquisition of property for the lnatltution !‘.
was the contents of memo 9« The Ructor's reply in thils meamo \
can be likened to the Polytechnic empluying a Miilcal Doctor ,
and a card cleck and asking the-Medical BDoctor to write
; cardg for patlients while:the clerk dlagnosle and prescribes
r medicine for patients. B How.then can & laymen in the landed
profession deterslng khe‘rent of a house, write the tauanoy
eement which of course 15’ dtfoct'..lu ait kne profeasional s
ilidnspects What.then 'am I Angpesting Lf my inspection
canneot help In determining:the rent puyable? This was tha 3
highect of the profassional insults wobud U me.s How Can
this typc of acticn be justified. Why was I not Lplag aslowed
to exercise my prafusqional exportise? How many bulldings
] acqulred by the Polytochnlce did T even inspect, Even ir 1t
was & procedure for me to inspect beforec & layman acgulrea,
how- many of the 'olytechnic acquired bulldings did 1 inspect
after thesc instruction? The motive behind thesc avnormal
adminlistrative procedures and ethic is a forgone conclussion
of ,fish{ deals ‘that mud houses are being acqulred for Senior
: ocmaodation, example! Kawu' Guest Inn which collapsed
’s house. +Even & Polytezchnic house (the

e e O SCCQUn S S O Hba) was acquired
: Somdsiepposiat ETalassreg 'E;ﬁ* faiave inte , .
; e ] igh' ve' Ehn Igraénsnt_ww”ﬂ
uh:.ch. tha .landlord»took adunt e of and row the Polygechalic
hnad lost a whols. ‘g rank d'on; thue houses Hunt for
mbousu .havm m:novcc U-)gl_lad 50.:' 0o just’ qab“"i
Sl e oy s A e e R =2t Wing® allow these sellbrate
21 1ogs-oF: : N e
e Sige oot uisainsy ' o} | .
L 3 --"I ¥e been.subjectedptoitonstant hatrassmant, intimidetion
, i !'atdk blased judgement a5 can be decipher < from meiws 10, 11,
n med w whitre: I offerfgeruina srofessivinel advice. For
viE le in memo) il khe lackor approved 2 extrsz Alr Condlw
s-for:a Senjor-Staffiwho was ‘entitled Lo 1 only and
s when other Senior:Staf? requested for ltOre, I was issued
o B q.mn' for nis own mistakes’ OF course only the Rector
' can-Approve- the dssue cf<any house materials or equipment
to any staff, yet there Is Estate and Works Department,
what then 2re the work .of the Estate and Works Senior Staff,
If it is only the Rector who can approve for the putbting of
mosquito guaze already avallable in the stqre to staff
house? The effect is that he has so concerned himself with
trival matters which other Senlor Staff can co chal probably
he had llttle time to devote to the management and advances
ment of the academic Institutlon,

e AR R L T

S

. e,
s e

o2t = 3 T
b o T T TR o AT W ST TP i

- -

Socialiy and in conscience, any one who gave an objectlve
suggestlon for the smooth running of the instlitution or :
zuggecsted what cbtained in established institutlons ig ¢
termed 2 dangurcus person, Otherwise how var one explain \
the issulng of querrles to Senior Staff who suggesced the !

I‘.,3.



O 3 WG i
idea of the formation of Senior Staff Associatlon, In a
-Federal.institution where people of all tribas ara supposed
.- tg interact, pecples friends are choosen for them, If an
wyaa . Iho man becomes frieandly with & Yoruba man, he 1s lookud
(S J#: n.with contempt and 2s cne‘'planning cvil with olhers.
7 'Paked and fictitiocus charges were brought against me during
the student crisis whilch was later proved to be falsc by L
securlity authorities just'becauso aoma of my folends are }g
I'I

Yoruba and Bendel men and therefope I ought not ko asgociato

with them as friends, It is resily callous, repugnant and ;
odious for those in auvthority to be as mean as to dictate s
the consciences of other aged men, ODuf yet this Ja toue 3
in Federal Polytecnnlc Bauchi, i’

Many things are done without resson and once your ldens ere
objective and not tribalistically subjective, you don't
expect to enjoy your right. Take for cxample the cuase of
my leave which was cue oft Eth May, %1960, duspite my hoeelth
reagons, the cnly answer I had Was "Nok approveg" hemo 13
of course" Nobt approved" deplcts no reason [or refusing
except that the Rector sees no reason why T shnujd yo snd
take care of my sickness. Otherwisa I should Le allowed
ko dies What a Llas, what a prejudice.

I single handedly established the Estate and Works Deparcs
imgnt from Auguskt 1979 to March, 1980. Other incusbent
heads of department on the same salary scale wero glven
responsibility allowance but mine was denied,

In conclussion therefare, 1 have discovered that the wrong i

system of management and adminlstratlion beling cperaled ncre

15 belng coperated consclousliy and knowlngly because of

selfizl interest. The Polytechnic cannot enioy rolative
1,68l ag. long, as this syster is maintainec, I have teiced

my best to encougage noermal, smooth and syslematic changes

wnich have been misinterpreted. My genulne ideas and

efforts to bulld up the young institution are thrown to

the waste paper baskets I love systematic acminlstration,

X like good mansgement and administration. Malseministra—

tion, management by lntimidation, suspicion, bias atc

are enemlies of progress. In a situation where professicaal

skill is of no value, then sometning i1s wrong,
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I am a man of consclence, I love my noble profassion, I
refuse tc work under duress or intimlidatic.a. I prayed to
God to grant me the screnity to accept what 1 cannct
change, the coursge to change those thet 1 con and the
abillty to know the diffcrence. Since I don't have the
ability to change & bad system, and the system does not
see anything wrong in the wrong system; and I dont't

want to be Inculcated Into a consclous wrcng system,

the alternative is to rafuse to be a party ko ik,

I therefcocre, offer to quit when I have noct become
pulluted,

You Lthfully! .




