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INTRODUCTION

OBJECTIVES .ND SCCPE

This research aias to identify and analyse
the academic manpower requirerents in Nigerian
Universities. It focuses on .Lhradu Bello Univer-
sity . (4i.B.U.), as a case study.

One of the major n2npower problems confronting
A.B.U. like nost other Niserian Universities, is the
recruitment and retention of adequate acadenic
staff,’ Normally, ac2denics are recruited fron
among the pool of first degree and higher degree
graduates., But these graductes also constitute the
available pool for recruitrent in various other
areas of national needs e.g. civil services, private
commeércial and rescarch establishuents, educational
instigutions, (such as .dvanced Teachers' Training
Colleges, Polytechnics) and for political offices.

Recurring staff vacancics in many disciplines
during the past years, the cxpansion of these
disciplines in the older universities to cater for

larger student enrolnents 2nd the creation of the

1. Acaderic staff refers to teaching staff and
research staff. The former also carry out
sone research to supplement their teaching.
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same disciplines in the ncewer universities, are some
of the major factors responsible for the lncreased
denand for academic staff. But, over the years,
Nigerian Universities have continued to face
difficulties in neeting their demand from the output
of the local higher educaticnal institutions.
Shortages abound; the heavy dependence on expatriate
staff is one obvious indicator of these shoftages.
Essentially therefore, the study will identify and
quantify the acadenic nanpowWer shortages in a.B.U.
and propose stategies for eliminating or reduting
them. This will involve naking estimates of future

requirenents for a period of about 10 years,

JUSTIFIC.,.TION

Academic staff is one of the nost importéﬁt
factors deternining the quality of a university's
performance and to a great extent, its contribution
to the social and cconomic developnent of the
country. Thercfore, proper planning, recruitment,
management, and utilization of academic staff should
be accorled top priority among the tasks undertaken

by = university.
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Inadequacies of academic staff, whether.in
nutbers or quallty, invariebly produce adverse effecte.
Vacanclies, for exampie, ray nean that present acadenic
ataff are probably being over-worked, consequently
lowering meorale and efficiency. 1t may also mean
that sone relevant and perhaps important progranms oy
not be implemented., For instancé, acadenic staffl
shortages have been the one notable factor subverting
a massive progran of local post-graduate training.
Faced by these shortages, most Nigerian Universities
indeed lack 2ny worthwhile post-graduate prograna.
Surely, therefore, academic nanpower shortages nay,
anpd do, inhibit the optimal functioning of existing
acadenic programs in a university as well as the
introduction of new cnes. It is therefore desirable,
indeed imperative, (0 exanine and guantily these
shortages and seek ways and neans of ninimizing or
possibly eliminating them. The result of such an
investigation, using 4.B.U. as case study will, hope-
fully, be useful not only to 4.B.U. but also to other

Nigerian, if not other .ifrican, Universities.
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RESEARCH METHODOLOGY .LN" SQURCES OF DATA

Two main sources of data are employed. First,
are relevant publications of A.B.U., the National
Universities Comnission ond the National Manpower
Board, Second, are primary dz2ta derived from
questionnaires admiristered to all the academic
departments and Research Centres/Units of the main
campus of the University.

Based on time series data, the projection
method is used in cstimatin; the future rcquirements
for teaching staff, supplemented by an establishment
survey. Sonme obvious factors influence the demand
for teaching staff in 2 university as for example,
students' intake #nd expnnsion programnms.

Correlation and rcegression analyses are employed to
determine the strength and direction c¢f the relation-
ship among the quantifiable variables and estimates

of future teaching staff rcquirements made through
extrapolation. However, since rescarch programs arc
not ensily quantifi~ble, the cstablishment survey
technique is employed in estimating the futurc require~
ments for researcher&e The ain of the exercise is o

project and not forecast or predict what the future
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requirenents will actuzlly be. It is difficult, if nob
inpossible, to foreeast the future. However, it is
possible to say either whut needs to be done if
certain objectives are to be achieved or what will
happen if certain objectives are in fact achieved
(Beckerman, 1962).

L major initial problen was the choobtic state
of records of the University. Though acadenic staff
are copiously docunented on arrival, no conprehensive
list of such staff could be obtained; we had to
resort to sending questionnaires to each departnent,
Surprisingly, even the Registry or the Developnent
Office adopts a sinilar technique to obt2in inforaztion
on staff and student nunbers! The nced to set up a
proper and adequate records system in the university
can therefore hardly be over-stressed, The collation
and consolidation of data and information on teachins
and research (as well as other areas) are fundapental
and ecssential and would, no doubt, broaden the scope
and pomsibilities for planning and research in the

institution.



CHaPTER T

OBJECTIVES, SCOPE AND METHODOLOGY OF MANPOUER PLAITING

Phis Chapter appraises three important aspects

of nmanpower planning, nenely, its aims or objectlves,

its scope, and its methodology. It integrates the

“existing literature and rclates, where appropriate, %o

- Rigeria,

1.1

OBJECTIVE3 LND SCOPE

1 major prerequisite for the fornulantion
and inplementation of a national wanpower pro;an
is the existence of a well phased-out, clearly
defined and coumprehunsive plan for over-all
developnent. Toblias (1964) asserts that the
thsantes of an econonic developnent plan nakes
8 nanpower propgran isolated and indefinite and
may even lead the labour force in the wrong
direction. Yesufu (1964) corroborates this
when he stated that an estimate of manpower
requirenents is meaningful only in the context
of the economic structure for which it is
intended. Where a comprehensive developnment plon

already exists, this aspect of the problem is
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minimized since the resultant manpower budget must
take into account the manpowWer components required
to implement the Plan, as well as the structure of
of the economy which is likely to materialize from
the implementation of the Plan itseif. Fapohunda
(1977) expressed similar views, stressing the
importance of the manpower factor in economic
development and the need to plan human resources,
in combination with other resources, bto achieve sti-
pulated national goals and objectives. |

Harbison (1964) summarises all this by pointing
out that the central objective of manpower planning
is to construct a strategy of human resource develop-
ment which is consistent with a country’s broader
aim of social, political and economic¢ development.
Construction of such a human resource development
strategy, he stressed, involves striking an effective
balance in critical areas of choice in policy objec-
tives. 1In & partially planned and developing economy
like Nigeria, he indentified these are¢ss af choice as
the following: | '

{(a} In all areas of formal educatioﬁ, the rela-

tive emphasis on quality versus gquantity.
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(b) In secondary and higher educatlon, the
stressing; of acience and technical
subjects versus law, arts and
humanities.

(¢) In skill development, the relative
reliance on pre-employment formal
training versus in-service or on-the-
job training.

(4) In building incentives, the conscious

| manipulation of wage and salary
structures versus dependence on
market forces.

(e) In the _eneral ratiopnale of human
regource developmeént, consideration of
the desires of individual versus the
needs of the country.

In Nigeria, the essecnse of national manpower
rlanning has been idenbtifiicd as the need to determince
the desirable direction in which the national economy
shall evolve, and then to take steps to ensure the
proper training, distribution er redistribution of

labour to make this possible (Vanpower Studies, No.l,
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A manpower program, if it is to achieve the
above objectives, must be comprehensive., According-
Ly Tobiaé, (1964), Harbison, (1964, 1970), Hughus,
(1971), among others, have variously tried to lelinit
the scope of a comprehénsive manpower plan. In
their vicw, such a plan should contain detailed
analysis of manpower requirements, the formal anc
informal system of cducation, the structure of
incentives and the utilization of available man-

" power. pssentially, therefore, manpower planning
aims at co-ordinatimg thc requirements for, and the
availability of, different typcs of employee and

the adjustments of the rcquirements and the
available supply (Bowey, 1974). It aims to identif
areas of manpower shortages and areas of manopower
surpluses, and to device strategics to minimize or

eliminate them.

METHODOLOGY OF MANPOWER FLANNING

One crucial aspect in formulating a manpower
development strategy is the detailed assessment of
manpower requirements. This involves not only a

comprehensive appraisal of the current manpower
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situation, but also estimation of future (short -,
medium - or long-term) requirements. The method for
obtaining an inventory of current manpower is fairly
straight-forward using the establishment survey
technique, but there is as yeét no universally accepted
methodology for obtaining future requirements. As
.Yesufu,(1964) aptly noted, the actual method or
combination of mcthods used is of great statistical
and economic significancc, because of the dangers in
both over - and under-estimation. Each technigue has
it> own limitations and constraints. 1In this section
therefore, we discuss the techniques currently used in
general, and in the next section, thosc that have
been employed snecifically in manpower plans, surveys
and studies in Nigeria.

One common method of estimating future manpoi cro
requirements is to ask existing establishm:nts to spuciiy
them. This technique involves the use of the gwestion-
naire (sometimes supplemented by interviews). Usually,
the establishments arc zsked to give an inventory of
their present manvhower requirements and anticipated
short-term needs hased upon expectations of market

trends, as well as taeir current or proposed plans for
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expansion or contraction. Adjustments are then made fox
wastage due to deaths, or retirements. lMany manpower
surveys conducted in Nigeria have been based on the
establishment survey approach. In a sitvation where
employers are knowledgeable, willing and co-operative,
this method is particularly useful. But it also hag
serious shortcomings. TFor example, establishments
existing today may be compl. tely different {rom those.
which may exist tomorrow. Furthermore, many employers
may be unable or totally unwilling teo make future
estimates, Besides, e¢stimates obtained through this
metheod, z2lmost generally lack a consistent overall
assumption about the future state of the economy since
the emplogers will invariably base their estimates on
varying criteria. However, the establishment survey
method is a useful approach in estimating short-term
requirements, but should be used in combination with
other methods in making longer~term estimates,

Another mcthod is to cxtrapolate past trends into
the future. The procedure is to correlate the number
of persons in a particular occupation, with total
employment, production, population, G.N.P., or some

combination of these variables. The result of the
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regression is then used to estimate future requiremcents,
‘Phe estimates are then related to supply calculated on
the basis of the current stock, and outflows from the
educational institutions. Prospective shortages or
surpluses are then identified. A modification of thisg
épproach has been in used in Migeria since its introduc-
tion by Professor Harbison in 1960, Referred to as the
"Harbison's rule of thamb", the approach assumes a
relationship hetween growth in the emnloyment of senlor
and intermediate manpower and the G.N.P. The projection
method has the advantage of simplicity and has been
found espacially useful iu the estimation of high-level
scientific, teaching, ard engineering manpower in a
number of advanced countries (Harbison, 1964). The
major flaw in the method, however.iz that in a dynamic
world, observed past relationships may not infact hold
feor the future, The mefhod, for example, does not
consider possible changes in manpower productivity nor
the possibilities of manpower substitution. Above all,
especlially in the circumstances of underdevelopment,
time series required for making projections may not be
available. Nevertheless, intra- #nd inter-country
comparisions may be employed to coPfroborate or modify

estimates arrived at by the projecction method.
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A third method of c¢stimating futube manpovwer

requirements is the "manpower requirements approach to
educational planning”. The names of Horbert Parnes
(1962) and Wilfred Beckerman (1962) are usually linkecd
with this approach. Other contributors to the develop-
ment of this approach are M. Debeauvais, (1962), S.Doos,
(1962’).."I The steps involved in estimating manpower
requirements and supplies using this method can be
outlined as follows:

(a) Prepare an invintory of manpower for the
current year.

(b) Estimate tac size of the labour force for
the for:cast year. This constitutes the
total supply of manpower.

(c) pstimate total emnloyment in cach sector and
branch of the cconomy for the forecast
year. Within cach sector and branch,
allocate total employment for the forecasy

year amon,; the various occupational categorics.

- o o -

All these authors were members of the Q.E.C.D.
Mediterranean Ilegional Project team. See H. Parne:,
(Ed.), Plann1¥% Education for Xdonomic and Social

Devclopment, ltaly, O.B.C.D., 1962, €Spe T
TaTt Two. n B R
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(d) Convert the data on requirements by occupa-
tional categories into data on require-
ments by educaticnal qualification.

(e) Estimate the anticipated sunply of manocowcr
with each major type of educational
requirement for the forecast year taking
into account present stocks, anticipated
outflows from the educational system, and
losses due to death or retirement.

(f) Compute the required changes in anaual outflou
from the various levels and branches of the
educational system to strike a balance ,
in the forecast year, between projected
requirements and projected supplies.

(g) Calculate the envolments in each level and
branch of the educational systoem to achieve

the required amnual outflows.

Rather complicated, this approach also involves
making assumptions about changes in productivity.
Besides the asual difficulty in obtaining cmpirical
data on which to base such assumptions, there is also
the problem of translating occupational requirements

into educational requirements. Finally, though it may
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be possible to calculate productivity changes in say
manufacturing and construction, this is a highly
compleéx and sometimes immossible exercise for many
service industries as health, education and transporta-
tion. N:(vertheless, many countries of the 0...C.D.
Mediterranean Project (e.ge. Turkey, Italy, Portugal,
Spain, Yugoslavia) have used this approach, or its
variante, in their planning. It appeals strongly to
gconomiec planncrs mainly because it 1inks manpower
requirements to important economic consideratlons such
as productivity.

Apother estimation technique is the “"soclial
objectives methold" which 1s another brain-child of the
0.E.C.D. Meditterrancan Rsgional Project. This approzch
rests on the prewnise that sducation serves both economic
and social objectives and concentrates on identifying
deficiencies in the current educational system in the
light of these objectives. Parnes (1962:74)succinétly
puts this when he asserts that "the role of education
in moulding the human resources of an ¢conomy to fit
the requirements of its productive resources is quite
obvious. But no less ilmportant is the contribution
of education in providing the citizenry with an under-

standing of the technological, economic, social and
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political forces that influence their lives., Such

understanding is a necessary condition for a viable
political democracy, and may 21so make a contribution
to economic development that is quite indspendent of
specific vocational preparation.”

Several other mathematical and econometric
techniques for estimating future manpower and educa-
tionral requirements have 21so been developed as, for
instance, the linear-programming approach, and the
Tinbergen-Ceorrea model,

The linear-programming anproach consists essentinal-
ly of maximizing or minimizing some linear objective
function of decision variables subject to certain
linear constraints which limit the range of choice,

This aporoach was aoplied to educational planning for
Northern Nigeria by S. Bowloceg in 1967. The educational
activities considered in Bowles' model included primary,
secondary, technical an” vocational and various types

of teachpr training. Enrolments to these activities
vere the decision varinbles and since each activity
extends over a number of ycars, enrolment in each ycar,
in each activity was regarded as a separate variable.
The objective function in Bowles' model was the nation-~l

income. The contribution of the educational activities
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to future national income was measured by the net
present value of the output of these variables,

i,e. by the increments in discounted life-time
earnings attributable to additional student years of
education, net the costs of education., Hence the
egpression to be maximized W the weighted sum of

the cnrolments in each activity in each period; the
weights being the corrcsponding discounted present
value of additionml earnin,_s net educational costs.
The constraints on enrclment were set by the availsbi-
1ity of teachers, students (depending on completion of
earlier stages of education), inputs coming from out-
gide the educational system (total expenditube on
education) and by some boundary conditions reflecting
the political and administrative feasibility.

The solution to a linear programming nroblem
directly gives the optimum values of the dewision
variables which, in this case, were the enrolments to
the various types of education in each year of the
plan period, satisfying the given constraints. By
comparing these with the prevailing pattern of enrol-
ment, Bowles concluded that Northern Nigeria would gain
by increasing the rate of enrolment in primary educa-

tion and decreasing the rate at higher levels.
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The model now popularly referred to as the
Tinbergcen-Correa model, is the approach to educational
planning developed by Professor Jan Tinbsrien, (1962)
with the assistance of Hector Correa. T'e simple
version of the model is of the input-cutput type and
it sceks to anawer thrce main questions:

(a) what structure of the educational system

is needed for the cconomy to prow at a
miven rate, and how does it change with
that gsrowth rate?

(b) What foreign assistance is needed if the
growth of the ¢conomy has to b¢ accelerated
without changing the technical co-efficicnte
of either the economy or the educationnl
system?

(¢) What adaptations are needed if the same
accelcecration is to be obtained without
foreign assistance?

The Tinbergen-Correa madel is predicsted on o
number of assumptions. It ie assumed that adequate
supplies of primarily educated people are already
availabl. and that the required stock of persons with
secondary education is proportional to the national

income. It 1s further assumed that the people with

L
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tertiary=-level cducation arc nceded not only for
preduction of national income but also to suoply |
teachers for both secendary and tertiary-lovel | |
education. The number needed in nroduction is again
assumed to be proportional to national income; whilc
that required for teaching a2t each level is proportionsl
to the corresponding number of students. The authors
then attempted to derive the required stock of educated
manpover directly from targ:ts 6f national income with-
out ¢alculating the requircments for particular occupa-~
tions. By comparing the manpower requirements with
supplies presently available after allowing for with-
drawals, the appropriatc increases in educational output
are then derived.

Other simglation models include Leicester's
econometric wodel (1971), 3nd the demographic and
ecological models for national manpower planning expoundod
by Young, (1971). The purposc of Leicester's simulation
model is to provide many of th: calculationsg needed
for manpower planning at the macro-economic level, thou;;h
his model was verbal rather than in algebraic form.

He drew a number of economic relationships representing

how, in an economy, the demands for various comuoditicse

are generated and met through verious alternative sunplice,
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He identified five types of demand, viz: priv~tc
consumption, exports, government expenditures, inv.ost-
ment and intcrmediate demants, He went further to
allocate thes. demands among alternative supplics;
those that can be met by "home" output and tlosc chat
can be met from abroad, He drew a set of demogradhic
relationships whose major purpose wis to ensurc that
the needs for manpower neither excecd nor fall bolow
tﬁe availabilitics of monpower.
Young's demographic model is the lognorm~l lawq
of staff wastage wiich can be used to estim2tc in
alivance, the numbers of staff needecd to reploce
leavers. The ecological model is concerned with
‘predicting' the movement of staff through an cstcblish-
ment and it is bmscd on the assumption that patlcrns
of recruitment, promotion and wastage remain constont
over appreciable periods of time.

The above anilysis of models is by no mcans

exhaustive, but is sufficiently reprcsentative of modcls

---------

p 5 The lognormal law states that the proportion of
people in a particular group who lcave oftcer a
given length of service (i.e. tenure) follows 2
certain pattern. The propoftion leaving incrcases
to a peak early in service and then decrcascs,

The curve of lcaving is described by the lornormal
curve (Young, 1971).
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generilly used., The fiecld of model-building for
application in manpower and educational planning is
relatively new and there is therefore the ncud for
continuous testing and evaluztion.

A revieﬁ of thoe manpower planning expericnce in
Nigeria-shows that the above statement is particulorly
true for Nigeria where manpower plarning could be¢ sald
to have started only in the 1960s. In 1959, tihc 4Ashby
Commission was set up to conduct an investigntion into
Nigeria's neceds in the field of post-school cortificate
and higher education over 2 period of twenty wyeors,
Incorporated in the Report was Professor Harbisoa's
estimates of Nizeria's needs for high-level manpowWer
up till 1970. The estimation method used was thoe

"Harbiscn's rule of thumb" approach. He assuned tlatb

if the national e¢conomy was to achieve a 4 percent

annual growth rate, then senior and intermediate

manpower should grow at 8 percent and 13 percent
respectively. Accordingly, the exnansion of the
different levels of the cducational system in thoe country
was recommended.

The National Manpower Board (N.M.B. or tihc Zoard)
was established in 1962 as a result of the Ashby

Commission's recomumendation; and hes since been charged



with responsibility for assessing manpower needs
and formuleting orograms for effective manpower
development throughout the country on a continuous
basis. Though initially hampered by organizitionsl

]
L

problems and inadequete staffing, the Board ond its

Secretariat have made significant contribution by

organizing surveys and studies into the manpower

situation both at the macro- and micro-econonic

levels; and participated in drawing up nanpower

prograns incorporated into Nationnl Developmnent Plons.

Some of the studies 2nd surveys have been publishod

in n "Manpower Studies" series but some of tho dota

collectéd are kept for internal use by eofficinrl

bodies engaged in policy-making or program imploenentation.
In 1963, the Board directed itg Seceretariac to

undertake a1 comprehonsive survey to deteraire the high-

level manpower necds of the country fot the p.ried

1863-1G970, which would provide 2 basis for forccusting

national manpower requirements. The survey coversd

institutions and establishments employing 10 pcrsons

or more and altogether, a total of 530,167 employces

of which 113,297 were teaching and reseach stnff, wore

covered. Detrmiled results of this survey were »ublished
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as Manpowsr Study No. 2. Of immediate ralevanae to us
here is the methodology of this survey.

The costablishmzant survey technigue bascd on the
qusstionnaire was adoptid. Eut many employers eXProssc.
inability or unwillinznoess to forzecast thcir manpower
regquirements. Other cstablishments appearcd to have
no definite plans for the future while thoso who
attempted forecasts were rather cautious, 1In analysing
the returns, the level of cmployment in establishments
~which failed to make forccests was éssumcd to be constont
over the forecast period.

However, the degrec of non-response, the differcnees
in forecasting methods und the necd to make provision
for new industrics, all combincd to compel the
Secretariat to consider some other methods. The
Sccretariat dccided to enviszgze an veonomic structurc
for the forecast ycar which i1t considered rcalistic
in the context of the prevailing conditions in Nigeria..
Among the important conditions considered was the

existence of the First National Developmont Tlan and

also the growing unemployment in Nigeria. The full
employoent assumption for the temminal year was used
as the basis for making the forecasts. Estimates

arrived at were then presentced to an International
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Manpower Seminar (Lagos, 19G4). The Seminar considorcd
the full employment assumption as unrualistic, and

- recommended that the estimates wmight better be based

on the expected ratc of growth of the wage-carning
population. Lvidence in other countries showed that
gtowth 1n wage-earning cmployment was approximately
equal to half the growth rate of national income;

and the growth ratcs in demand for senior and inter-
mediate personncl were generally gwice and thrice

that of the national income raespectively.

In arriving at the revised estimates, a 4 percent
annual growth rate of thce national income stated in
the development plan was usced. At that rate, total
enployment would be eXpected to grow at an annual rate
of 2 percent while the demand for senior and inter-
mediate pergonnel would expand at an annual rate of
8 percent and 12 percent respectively. An additional
2> percent per annun allowance for wastage in the
existing employment lcvel was made. A comparison
of the annual average growth rates based on the roturng
of cmployers and the Semiper recommendation whowed
positive cofrelation, though the overall forecasts of
the employers were slightly higher than thosc based

on the Seminar's formula. The Seminarts forrmula was
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adopted and used as basis for determining the manpower
targets for 1968 and 1970. Essentially therefore,
manpower planning in Wigeria in the 1960s was based
on the "Harbison's rule of thumb".

In the 1970s, howcver, some new and rather
impressive Aevelopments occurred. In setting the

manpower targets for the Sccond National Development

Plan (1970-74), for cxumple, the establishment survey

technique, though still used, was now combined with
the mere sophisticated Beckirman-Parnes manpower
approach. Projected changes in the volume of outpub
together with expected changes in productivity were
used to determine future manpower requiremznts. To
arrive at the occupationnl requiremants, occupationnl
ratios from the "1965 Survey of Labour Requirements"q
were enmployed.,

The Third National Development Plan (1975-80)

contains an
also/eﬁa%orate Manpower Budget. Here, the labour
force projections were predicated on some assumptions
about the relationship between trends in employment and

G.D.P. Estimates of the various manpower categorics

1, National Mampower Board, 1965 Survey of Labour
Reguirements, Lagos, 1968,
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again were based on a hybrid of techniques, being
vasically the establishment survey in combination with

the Beckerman-FParnes 0300 mcethod.

CONCLUSION

This eéhapter cxamined the pbjectives and scope
of manpower planning, as wcll zs the methodology.
It reviewed the Nigecrian manpower planning experience.
One crucial point that emerges is the nead, whatever
the manpower planning ;x¢thodology, for basic data on
which to pradicate estimates of future requifements.
The next ciaapter thercfore analyses the data base
for this research which, anong other things, projects
the academic manpower needs of Ahmadu Bello University

for the 1980-90 decade,



CHAPTER 2

ACADEMIC MANPOWER REQUIREMENTS, 1962-30

This chapter is a statistical description of
the academic manpower requirelents of Ahmadu Bello
University for the period 1962-1980. It provides
the data base for the next chapter which is a
projection of the academic manpower needs of the
University up to 199C, The chapter analyses the
general trend in the demsnd for academic staff
during the period, and exanines the academic manpowoy
structure in terms of distribution by faculty,
rank, and nationality. It identifices the factors
responsible for the obsevved distribution, and
discusses the academic manpower turnover and wastage
rates.

GENERAL TREND

Table 1 below summarizes the general trend in
the demand for adademic manpower by Ahmadu Bello
University for the period 1962/63% - 1979/80. It
shows that the number of acadenic staff cmployed
by the Univefsity has increased tremendously from

9% in 1962/632 to about 914 in 1979/80, an increase



ACADIMIC STAFT 30D 1962/63 - 1979/8G

ek W

1962 /6% - -
1963 /64 - -
1964 /65 - -
1965/56 - -
1965/67 - -
1967/68 - -
1968/69 - -
1969/72¢ 1 222 65
197¢/71 257 66
1971/72 | 276 76
1972/73 %42 10%
1973/74 439 97
1974 /75 524 120
1975/76 591 125
1970./77 £96 105
1977/78 99 139
1978/79 735 157
1979/80 759 155

" a .-

= -

FOTAL M ATNUAL | ACADENIC ! aomar

:cmawwwo Hmmmmwmm VACANCIES DEMAND
95 - n.a 95
124 30,5 n.a 124
181 46,0 7 188
196 8.3 26 222
17% -11.7 n.a 17%
219 26,6 n.a 219
227 2.7 n.a - 227
: 289 2€ .4 9 296
! 523 12.5 11 334
352 9.0 32 384
nas 24, 4 32 477
526 20.4 74 61C
6ok 20.1 6l 705
916 11.2 70 V86
301 11,9 20 521
838 4.6 n.a 838
&£92 6.4 Ned 8oz
014 2.5 n.a 914

28
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SEE NOT:i3 AND 3QU C.5 CN PAGE ~28=.
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NOTES::

(i) 1962/63 - 1968/69 statistics arc for
all the Units of A.B.U. and were
not disagiregated.

(ii) 1969/7. - 1979/80 statistics are for the
9 facultics on the main caupus,
Centr¢ for Wigerian Cultural Studics
(CHCB) and Centre for Social and

Eccnomics Resecarch (CSER).

SQURCES :
(1) A.B.U. Digest of Statistics, Vol. 1,
PP. 5 2nd 25.
(ii) Returns fror Fagulties and Centres.

(iii) A.B.U. Calender, 1969/70 - 1978/79.
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of 862°/0. The increascs were particularly rapid in
the earlier years of the University (1962/63 -

1964 /65), anid between 1972/73% and 1974/75. Several
factors accounted fo: this increasing demand for
academic staff, among which have been the increasing
students' enrolment at Hoth the undergraduate and
graduate levels and the overall expansion of the
Univ.rsity. In the past ten years alone, a total
of 20 new depaftncnts have heen creafed within the
faculties and a new faculty has emerged. Stgudent
enrolment rose from 425 in 1962/63 to 6,670 in 1979/8C.
Periods of high percontage increaseé in student
enrolment corresponded with those of increased demand
for academic staff,

This pattern has net been perulier to A.B.U.
For instance, the number of academic staff employed
in the University of Ibadan grew steadily over the
sane period, rising from 311 in 1969/70 to a total
of 740 in 1978/79, an increase of about 138°%/0.
The same was true for the newer Universities, as for
exarple, the University of Ilorin which had about 41
members on its acadenic staff list in 1976/77, a yead

after its establishment. By 1978/79, this figure
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had risen to 150, 2n overall increase of 266°/o.

However, in spitc of the overall stcady expansion
of the A.B.U. acaderic versonncl, widc fluctuations
in the annual growth rates have occurred (column 5,
Table I), ranging frou 46°/0 in 1964/65 to -11.7°/c
in 196€/67. The nean annual increase was 1%.5%/o.
The rate of growti has been dropping steadily sincc
1972/73.

Several factors ave been responsible for the
observed fluctuations and Zeclining growth ratos.
For example, 2 nuuber cf ncw frculties were create’
between 1967 and 1970. This meant recruitnent of
nore academic staff, hencce the accelerated growth rate
of 1972/73. The 1975/76 lecline was due largely to
the large-scale retranchhent exercise of the Murtalco
regime which affected many academics. Therce has also
been an acute shortage of funcs in the University
since its take-over by the Federal Government in
1975. These two events respectively led to a higher
wastage rate in 1975 and recduced rccruitment since

1975.
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2.2. INTER-FALCULTY DISTRISUTIUH

Table I, preseni: thv nercentage distribu-~
tion of academic staff by faculty between 1969/70¢
and 1979/80. Most Faeulties showed a remark&bie
stability in their relative share of acadenic
staff employnent. All.through the period, the
faculty of Arts and Sceial Sciences hrd the

' staff,
highest percentage share of HTendhing / recording
a yearly share of over one-~fifth of total
number of peaching sftaff except in the 1979/80
Session when it fell slightly bhelow that figure.
The Faculties of weience and Medicine ranked
second and third, followed by Engincering and
Veterinary Medlcine respectively.

The observed flui.ctuations in the
relative shares of some of the Faculties are
partly consequences of intern-faculty movements
of departments ind the creation of new ones. For
instance, the sharcs of the facultics of Medicino,
and Arts and Social Sciences have besn on the
decline since 1997/78, while these of Environ-
mental Design and Science have shown sone
increases since that year. In 1977/78, the Finc

Arts department was pulled out of the Faculty
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T4al3LE II: DISTWIBUTION OF 4CAJI _ .

1969/70 = 1979/5¢, (in
ﬂmm nrw:;mmweummn ST M
il < T T<UIN TS < % T Y b e 1
; e |5 (8| SR NR| S2| 20| SR (8K RR &R |8
T?ccwﬁ\om ™| & N”E .o._ ) -m, 3 N L) O w-- [w_,
AGRIC. 4 6 6 2 i 8 4 5 9 6 5 8
ARTS & SOC~. SC. 3 |21 |23 |2 |23 (26 |26 |25 |22 |20 [19.6
EDUCATION 8 6 7 7 9 {10 |10 8 2 111 |10
ENGINEERING 14 (16 {13 |10 (11 {11 |11 9 113 |13 |12
ENVI. DESIGN 3 3 3 3 5 2 5 5 9 8 3
M:DICINL 18 |20 [19 |20 (18 (19 [17 |18 (12 |11 |1C.4
FPHARM. SC. - - - - - - - - 4 4 5
SCIZNCE 21 |19 |20 20 |16 |16 |19 |18 (18 |19 |18
<ma..mmeonm 10 |10 o-..ww._.yo :m 8 7 7 9 8
(B) RESEARCY P30
AGRIC. 50.7 91  |89.5 mg.Uﬁuﬂ.w 77 169.5)62 |62.6 67 1wu.ﬂ
ARTS & SO0C.SC. 6.2 4.5{ 6.6} - - - - 1 3.6 - -
ENGINZERING 1.5( 1.5} 1.3} - - 4,2 - - 3.8 3.2] 3.2
ENVI. DESIGN - |- - - - - 0.8] 2 0.7] ©0.6] 0.6
M-DICINE 1.513 2.6| - - c.8] 0.8] - -~ 0.6} c.6
PHARM. SC. - - - - - - - - 0.1 0.6] C.6
SCIENCE - - - - - 1.7 1.6| - - 0.6| 0.6
CsNsCeB. - - - 9.7]18.6] 15.8]16.8]22 |15.1] 17.2|17.4
Cs8.ER: - - - -~ 4.1 2.5/10.4|13.3(13.7| 10.2| 9
T0H| Coreergn . S, (N [pp——"

SOURCZ: S%-tistical Lppendix I




23.

of Arts and Social Scicnces and mePged with the
Faculty of Environmental Design nse two departments
namely, the department of Fine Arte, and the Departwont
.of Glass/Industrial Dusign:; thus boosting the number of
teaching staff .- in the latter faculty and deflatim,
the former's., In the sance year, the department

of Pharmaceutical Sciences moved ocut of the faculty

of Medicine to become a new faculty with two
departments; while the Microbiology department
also left the faculty of Medicine for the Science
faculty. The faculty of Lgriculture, though one of

De oldest faculties in L.B.li., records relatively
small proportions of tcaching staff over the period,
This is beecause the bulk of its academic staff are
researchers.

The distribution of researchers showed a
concentration in the faculty of Agriculture and the
two Research Centres. Apart from the faculty of Arts
and Hocial Sciences which employed about 4°/0 - 6°/0

of total researchers between 1969/7C and 1971/72,
nost other faculties recorded less than 4°/0 share,
with Veterinary Medicince and Education having none ot

all. However, a closer look reveals that the propor-



tion of resespchers employed in the agriculture
faculty has been on a decline since 19735/74 while
those in the centres have been fluctustins. The main
factor responsible for these deeline and Iluctuations
has been fluctuations in the availability of research

funds,

DISTRIBUTION BY RLNK

The teaching staff hicrarchy of the University'
is divided into five grades: assistant leccturer,
lecturer, senior lectursr, rcader and professor.
Over the period, the nost populous grade was the
lecturer gPade which accountel for botween 590/0 and
55.50/0 of 2all teaching staff (Table III). Two
factors explain this distribution. First, the lecturcr
cadre is a merger of two categories i.e. lecturers I
and IT. The distinction between liecturer I and lecturor
II was not specified in the data sources. Second is the
fact thet most newly recruited staff join the
University at the lecturer levcl. Over the period,
there was 2 steady increase in the number of staff
in this e2tegory oxcept for ghe last three years.
This drop is not unrelated to the previously discussoed

general fall in recruitment rate caused by the shortogo
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1. Data

-

——— a m v e

were not available for 196€/67 - 1968/69.

TABLE III: DISTRIBUTION OF TELCHING STLFF BY RANK,
1964/65 ~ 1979/80 (in percentage)
P — n . T
YELR SPoToTeNT | LECTURER [ (SENIOS. | READER | #IGUESSOR
1964 /65 5.1 55.5 19.2 4.0 16.2
€5/66 5.6 43,2 20.8 4.8 25.6 |
69/70 6.3 48.6 17,1 5.4 22.5 }
70/71 5.8 51.8 18.3 4.7 19.5 i
71/72 5.8 55.8 17.6 * 4.7 19.9
72473 1 1l.4 48.0 17.3 4.7 13,7
73/ 9.3 53,1 | 18.9 @ &.1 14,6
/75 9.0 52.0 : 22.0 4.4 12.0 |
75/76 8.0 5245 24.5 4.4 0.7 I
76/77 2.2 55.5 23.1 5.2 9.1 |
77/78 8.6 51.9 27.0 5.9 Go6 ;
78/79 9.7 48,2 29 .4 6.3 G5 '
79/80 19.8 39.1 26.6 8.8 5+7 _J
SOURCE: Statistical Appendix II.
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of funds. The least populous grade over the years,

was the reader grade which on the gverage acéounted
 for only 5.2°/0 of teaching staff. Very few recruils

| enter the system at this level, The bulk of the
readers get to that grade through promotion from

the senior lecturer grade. Furthermore, fbr senior
lecturers already within the system, the reader's

grade has very little attraction egpecially as the
salary level is only sliphtly higher than that of the
senior lecturer., Most senior lecturers would ratier
econsolidate their work and move directly to profsssor-
ship rather than go via readership. However, the
share - of readers in the University has shown a steady
increase overlthe period, The showrus 30 other grades alse
showed congistent increases except for the professorial
level wnaseﬁgggebeen deelining since 18974/75.

Table IV below, places the 1978/79 L.B.U. situation
within the national context as recommended by the
National Universities' Cormnission (N.U.C.). The table
shows that in that year, the proportion of senior

acadenic staff1 in total acadenic staff ranged from

LR

1. Senior academic staff refers to the ranks of scnior
lecturer and above (Lupton, Appendix IV, p.l).
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T.BLE IV DISTRIBUTION o ~a.C ING OTAFF BY R.ITL LD
- . uﬂ%. . o o r )
_ D O 6. & 118 mﬁ Gw.“.n .ﬁw.mﬂ wmcllm
L T S eyt SIRe (14243) T 545) 1(4+7)1(4) as
}  FROULTY ) pRov.; REWDER!riGrd SUB ”EQH..%%._ §UB~ 1GiDl0 ,0 op
{ “ i H { TOTAL ; YT ITOTAL  TOTAL) /gy,
AGRIC. 3 L. 14 21 12 6 18 39 54
LRTS & SO0OC.SC|{ 5 - 37 42 53 | 49 108 | 150 28
EDUCALTION 4 2 22 28 40 | 11 51 79 35
ENGINELRING 4 11 2z 37 33 | 24 57 Sl 39
ENVI. DESIGN. 4 4 24 32 25 3 28 €0 53
MEDICINE 9 16 32 51 29 1 30 81 63
Pi.RM. SC. 1 2 9 12 18 2 20 %2 38
SCILNCE 13 8 51 52 51 | 33 84 | 136 38
VET. MED. 2 5 20 27 36 3 37 64 42
TOTAL: 45 46 211 302 303 | 130 433 | 735
; e B PR ety RS
o]
/o OF TOTA Oy o) _
©.CHING STLFH 12°/5 294 | 417 5970
za‘.c. . o . WMOOZI. O
MENDED % 1570 25% | 40% 6070

ECULZE

proportion of senior acedenic staff

BafPS
SOURCES: (i) A.B.U. Calendar, 1978/79.

W
5

NOTE: Colur
OIE: Solyan 2,550

o

preparation of the 1980/85 developnent olan.

(ii) N.U.C. Guidelines to the Universities
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28% in Arts and Social Sciences, to 63% in Mcdicine.
This implies for instance, that in the forncr faculty,
over 70% of the acadermic staff were below the senior
lecturer cadre. The N.U.C.'s recommended rank-nmix is
that 15% of total acadewic staff shculd fall within
the professor/feader ranks, 25% within th. senior
lecturer rank, and 60% within the lecturer/assistant
lecturer ranks.l Overall, the iA.B.U. ratios are ouitc
close to tacuse targets, as 12% of total academic
staff is at 1978/79 were profcssors and readers,

29% senior lecturers and 59% lecturers and assistant

lecturers.

2.4 DISTRIBUTION BY NATIONLLITY

Ls stated in an earlier chapter, in assessing
acadenic manpower shortages, it is necessary to take
into account staff vacancics and the shortages that
might arise from the gradual withdrawal of expatriate

staff. The proportion of cxpatriateg in

- -

1. N.U.C. Guidelines to the Universities for preparo-
tion of the 1980/85 rctional “ovclopnent plan,
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TABIE V. DISTRIBUTION Or #Ci4DEFIC STiFF BY

NATLONALITY AND PaCULITY, 1976777.

- e - e e

ricvzry | wreErzans NIGLRLANG | TOTAL | FREumiTats
. NIGERLAS |
AGRICULTURE 71 56 127 4
ARTS & S0C.SC. 91 87 178 49
EDUCLTION 26 30 5€. 54
| ENGINESRING | 31 2 1 63 51 |
' ENVI. DESIGN | 7 - 29 1 3 i 8L
. MiDICINE 47 . 78 . 125 62
SCIENCE 63 65 128 | 51 '
VET. MED. 40 11 51 22 i
C.N.C.S. 13 10 23 43 f
C.8.E.R. 5 9 14 54
TOTAL 394 507 801 51
SCURCE: &.B.U. 1976777 henior staff Iist. et

total academic staff
4.B.U./was as high as 90°/0 in 1966/67! By 1979/80 it

was still as high as 519@.1 Table V gives the Cepcndency

2

ratios® in 4.B.U. durincs the 1976/77 session., Most

faeulties had dependency ratios above 509@ with Environ-

méntal Design recording an all-time high of 81%. Tuis

1. Development Office source.

2. Dependency ratio is the ratio of non-Nigerian acndenic
staff to yvotal academic staff. '
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meant that in that year, for cvery Nigerian academic
staff found in that faculty, there were 4 expatriates.

It is desirable for 2 University to have an internationcl
image in terms of staffing so as to enhance its standaxcs
and acceptability of its products clsewherc. However,

to keep in line with Nigeria's indigenization policy,

a preponderance of expatriate manpower 2t the apex

of the n2tion's educztional systen need to be reviewcd.
Expatriates on one to threec yearly contract appointncnt
may not possess any deep sense of comaitment to the
overall development of the University 2s indigenes would,
This therefore calls for carcful pnlanning for the

gradual replacement of somne of these expatriatcs.

Due to scantiness of data, shortages in terms of
academic vacancies could not te adequately quantifiec
and analysed. However, Table VI shows the percentage
distribution of academic vecancies by rank betweén
1969/70 and 1976/77. Th. assistant lecturer's category
accounted for the lcast number of vacancics recording
between 5.4% and 7.1% of total vacancies over the
péeriod. On the other hand, the senior lecturer cadre
and researchers had the highest proportions of vacancics

ranging between 9% and 55,.5%.
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TLBLE VI DISTRIBUTICY, OF LCLDEMIC VACLNGTwE BY RaNK
19C9/70 = 1996/77 (in percintage)

RANK s9/70] 70771 71772 172773 75 77| 728775\ 75 176 96 /07
ABST. LECT - - 6.3 5.5 5.4 - 7.l - -
LECTURER - 2.2 {18.7 18,7 |i5.7 121.3 111.4 {20.C
SHMR.LECT. - 9.1 131.5 [25.0 [27.0|29.5 (21.4 -
READER 22.2 ; 9,1 6.3% G.H j16.2 4,9 125.7 -

| PROFESSOR 22,2 '27.2 '21.9 i 3.1 : 8.1 8.2 '17.1

; [

| RESEARCHER }55.5 :27.2 [15.6 :40.6 '17.6 ! 36.1 ;15.7 }80.0
[ i 'r AN - | z z
SOUECE: Statistical Appendix 11l

e ———

2.5 LACADEMIC MeNPOWER TURNOVER LND WLSTLGE

Labour turnover index measures both the with-
drawals from and additions to the workforce over a
specified period. Such an index is indispensable
to the proper manageient of any organization v.cause,
for example, an analysis of the factors contributing
to labour wastage (a componsnt of labour turnover)
is necessary both for controlling wastage and for
predicting future wastage rates (Bowey, 1974). In
this stugy, labour turnover znd labour wastage are

defined as follows:
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% 4 "1)
AW e x 100
2 (To + 1)
where:
ALT = 4nnual labour turnover
LW = .annual labour wastage
R = Recruitment
W = Widhdrawal
E, = Bize of enployment at the start of period
By = Size of employment at the end of perioc,

Over the period 1976/77 - 1979/80, a tctal of 653
academic staff were rccruited into a.B.U. while 350
withdrew. Table VII shows the yearly inflow which has
been downward and the annual outflow which has been oa
the increase except for 1977/78. Colunn 4 of the taule
gives the annual labour turnover (LLT) index. Thouch
the figure shows a downward trend, the average turnover
rate (ZLT) over the period is about 307%. lLeynolds and
Gregory (1965) suugest that a firn's workforce couvld
be classified into three groups, using the annual

labour turnover index:



Stable workforce:

Moderately stable:

Unstable:

0 - 40 percoent
41 - 75 percent

over 75 percent

0Lz,

If this classification is applied to A.B.U., its

academic workforce may be rated as stable and the

exhibited turnover desirabile.

It is worthwhile focusing some atTenticn on the

labour wastage over this period.

Oauses for with-

drawal includec resignation, transfer of service, cud

of contract, retirement, termination of avpointment/

contract, and ceath.

Jowever, we are unable to

aseign weights to each of these components because

of data constraint.

Nevertheless, column 5 of

TLBLE VIL:  AC.DENMIC WANPOWIL MURNCYED ITD WaSTLGE

- 197607 - 1973780

YEAR  IRECRUTTMENT | WITHDRAVAL |ALT RATE [oIW RALIL

| e Crey Croy._ ...

| 1976/77 216 87 40,0 ! 1.5 ]

: 1977/78 . 171 70 29.4 | 8.5

| 1978/79 | 4% 91 27.0 | 10.5 l

| 1979/80 123 192 25,0 11.3

I TOTAL 65% 350 LTT = aoa~£§u==1c.a

SOUNCES: (1) h.BaU. Gazotte, V 1.VIL, No.4, 1976/775

Vol.vIir, No.5, 1977/78.

(ii) &.B.U. Weekly Bulletin, 1978/79, 1979480,
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Table.VII shows the annual wastapge rates as ranging
between 8.5% and 11.5% ziving an average annual
wastage rate of 10.5% for the period.1

4 purber of factors account for these high wastogc
rates. First, tiis perio’ coincided with the opening
of six new Universities (at Ilorin, Port-Harcourt,
Maiduguri , Kano, Calabar, Sckoto), and the recruit-
ment of staff inte these institutions drained the
older Universitics, .L.B.U. inclusive. ULlso, the
year imnediately preceding the survey periond witnessod
a nassive ‘'puriging' of Universities and other
governnent establishments by the Murtala regime and
the sledre fell on a number of University staff,
The adverse impact of this on the mnorale of staying
staff may have been the cause ¢f the high wastage
rate in 1976¢/77 and subsequently. The révival of
politics in the country ind the resultant pelitical
appointments with their attendent offers of attrac—
tive workiny conditions also contributed to the drain
of staff from i.B.U. since 1978. 4 good proportion

of expatriate staff who withdrew their SeTvices

1. gge N.U:Cé cgnsidgrs a 3% anrmual wastage ratc'
propriate ior the {igerian Universitvy s 31
(Guobadia 1979). ° YEERRLY systen



45.
have done so, it seems, because of the *Nigerianiza-
tion process currently in force in L.B.U. Several
such staff have either terminated their contracts
prematurely, or ceclined renewiug them after
expiration. The stringent financial condition that
has faced ..B.U. since 1975 alsn contributed to the high
labour wastage rates. The shortage of funds curteil:C
research activities, nlaced embargo on fcllowship
awards, the provisicn »r izprovement of physical
facilities, thus leadin;: to lowered norale among thwe
acadenic staff and culminating in the withdrawal
of some to the private scctor.

2.6 CONCLUSION

In this chapter, weé analysed the trend and st{ruc-
ture of acadenic nanpower in .hmadu Bello University i:=
the period 1962-1980. Wc also discussecd the dete  dncats
of academic manpower requirenents in thc University.
These include the political environment, the e¢xpansion
progranm of the University, the N.U.C's recommendel stiil-
cadre mix, availability oi gunds, students jatake -
research projects. In the next chapter, we present
these factors formally in 2n estimation =odel and ocsti-
nate the academic nanpower requiremcnts of the Univozsisy

for the period 1980-199C.
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CHLPTER 3

LCADEMIC MANPOWER ESTIMLTES, 1980-1990

This chapter estimates the wcademic manpower
requirements of aihmadu Pello University up to 1990.
It specifies a linear estimation model and applies
statistical data from the previous chapter to obtain
estimates of teaching staff, The estimates are
combined with results ¢{ an e¢stablishnent survey to
obtain pinimum and maximum groam estimates of acadenic
manpower requirements. The latter are netted of
present stock, academic staff in the training pipe-
line, and envisaged withdrawals. The net estimates

are then disaggregated by rank and faculby.

3.1 MODEL SPECIFICATION

|

In this study, we adopt a linear estimatiﬁn
model of the form: |
Y, =y + PXg ¢ B2y + Uy |
where Y, is the vector of dependent variable or
regressand whose values we wish to estimate; Xy is &
vector of quantifiable explanatory variables as for
example, students' enrolment figures, while Z, is a

vector of unquantvifiable explanatory wvaricbles as for
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example, research srojects and pelitical environ-
ment. Ut is a vector of stochastic, unobservablc
disturbance or error term.ﬁ{_,{g. ¢1are all
coefficient magrices wrose values can be estimated
statistically using time series data. In this
study, the ordinsry least-squares method isg used
to estimate the paranmcter values.

MODE" AXPLICATION

The model described above was employed in
estinmating the number of teaching staff that will
be required by 4.B.U. in 1985 and 1990. Ou a_
priori grounds, it is cxpected that as students'
enrolment increases, the number of toeaching staff
employed should also incrcase. Table VITII ghows
the trend in students' enrolment and teaching
staff employed for the period 1969/70 to 1979/80.
Years of high students'enrclment correspond with
those of high employment of %Lenching staff. Indecd, as
the University Development Office explained, |
varied as the factors which influence the employ-
ment of teaching staff are, they all hinge on
students' enrolment. Not surprisingly, thereforc,

a correlation analysis deSigned t0o test this assw.ad

RV
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TABLE VITT:  STUDENTS EMNROIMENT AND TEACKING STARF
1969/7C ~ 1979/80

-

YEAR STUDENT(X) g%ﬁg%l%g)'
1969/70 1,765 222
1970/71 1,897 257
1971/72 i 2,252 276

L 1972/73 2,627 | 340 f

L 1973/74 3,247 429 ;
1974/75 3,904 504 ,
1975/76 4,724 591
1976/77 5,054 696
1977/78 5,420 699
1978/79 5,557 735
1979/80 6,670 759

SOURCES: (ig Statistical Appendix IV.
(ii) Table I.

relationship yielded a highly significant correlation
coefficient of 0.99, thus confirming the high degrec

of covariance between the twe variables. Based on

this strong association, we pan a regression of the fornm

Yt =a+bXt + IIt
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staff
where Y, = numoer of teaching /required in tinc ¢
Xt -~ number of students enrolled in time "
Ut = error term

a and b = estimates of thc parameters of anc g
. - respectively.

Using the least-squares criterion, we obtained the

following recsults:

Y, = -21.03 + 0.138%,
8 = (22.07) (L.00017)
RS = 0.9918

The results show that if students' enrolmcnt
rises by 100 in period t, the number of beaciing staff
required in the same period will increase by aobout 14,
The estimate of & (i.e. a) takes a ncgative sign
indicating that when there are no studcnts (i.e.
when X = 0), there will be no lecturers since 2
negative quantity coes not m2ke sense in this cnsc,

To verify the statistical significance of these
estimated parametoers, we computed their standard
errors (recorded direcctly below the 2 and b valucs)
and found that a2 had a standard error far greater
than its own valu: unlike¢ b. This indicates thet

only the value of b is statistically sipgnificant cnd

~
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this is ecxpected a Eq}ori. To check the overall
'predictive' power of the model, we computed the

2 which was foun? o

ocefficient of determinstion R
be 0.9918. This means that the model explains
999b of the changes in the dependent variable.

Statistical Appendix V contains trend
analysis of students' enrolment. The students
trend values for 1985 and 1990 which tue
University Development Office confirmed to be
reasonable were substituted into the regression
equation above to obtain estimates of tcaching
staff that will bc requifed in 1985 and 1990,
The results areshown in TableIX below:

TABLETX:  REGRESSION ESTIMATES OF TEACHING STAF:
1984/85 LD 1989/90

YEAR 1979/80 l 1984 /85 1989/90

TEACHING | |
STLFY 759 j 1210 | 1555

-l — -
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3.3 ESTARLISHMENT SU L VEY:

Responses to questionnaires asking deport-
ments to specify their estinates of academnic
staff requirements toen years henee were very
poor. Two major factors were responsible.

Fiprst was the total lack or scantiness of rccords
at departmental and faculty levels. Becon: Was
the unwillingness of some of the facultics to”
spafe the time required in cases where these
were availoble, There Were No TesSponses from
the faculties of hpticulture and Veterinary |
“edicine while responses from other facultics
ranged from 15?0 to 5590 with the exception of
Arts and Social Sciences (7570) Pharmaceutical
Sciences (10090) and the two nesearch Centres
(10090). On the whole, the percentage of
responsdgnts wes only 31%0. 1In the light of.
this poor response, other sources of information
were sought 2and heavy reliance was pirced on
propesals submitted by departments/faculties/
centres to the Lcademic Planning and Developaon®
Committces for the preparation of the University's

4th Quinquennial Development Plan (1980/85).



The results are summarized in Table X :

1

TABIE X .. : ESTLBLISHMEHQ'SU-VEY ESTIMA.TES O
ACEDENIC STIFF, 198 0
YEAR 1979/80 | 1984/85] 1989/90]
Tcaching Staff: 759 1671 2200
Research Staff: 155 257_J 250
TOTAL: 914 1928 2550

by the University Registry.

52.

OTE: The figufes for 1989/90 are guwsstimates

Aecording to the Development Office, however, tiac

results of thc establishuent survey for teaching stoif

are on the optimistic side.

Constraints posed by

physical infrastructure an? finance are likely to

render the estimates unattoinable.

But in the view o:

the office, the actu2l position in 1985 and 1990 is

likely to lie between the results of the regression

analysis and those of the establishment survey.

Thus

-~

the former are considered os mininunm estimat:s wherceas

the latter as maxinum.

Table XI

contains a summary

of the pminimum and waximum gross estimates.

1.

- —— -

See also Statistical .Lippendix VI.



TABLE XI : GROSS ESTIM.TES OF :CADEMIC ST.FF
1984/85 ..D_1989/9¢

[ oeszes | _ 1989/00 .|
FMINIMUM] MLXIMUM | MINIMUM| MaXIMUI
Teaching Staff 1210 1671 1555 2200
Lkesearch Staff 257 350
TOTAL 14€7 1928 1905 2550

5.4, NET ESTIMaTES

To obtain ncet estimates of academic manpower
requifements, we add to the gross estinmatcs
envisaged withdrawals, anc¢ subtract existing
stock of academic staff z2nd those currently on
training. 4 10.570 rate of withdrawal was

adopted.1

The Estsblishnmint Office estimates thot
about 15C of ..B.U. scademic staff fron the
faculties covered are currently (1980) on
training.2
The net estimates for academnic staff are then

disaggregated by faculty/centre, and for teachin;

. e N s e - - -

» — v

1. ©Bee Table VII and the discussion on labour
turnover and wastage.

2. Detailed breakdown of 4.B.U. acadenic staff

in training for 1979 is containeq in statisticl
appendix VII,.
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staff further by rank. Disaggregation by faculty/
centre is based on the average shares of the faculties/
centres for the 19C69/70 - 1979/860 period}-nnd that of
teaching staff by rank on the N.U C reconmendel 1rani-—
mix indicated in Table IV. Results of the computvctions

are shown in Tables XII' and XITI.below:

TABLE XII . NET SSTIM.TES OF ..C.\DEMIC ST.FF BY

vl L

: (i) TZ.CHING STLFF 1l
F.COLTY/ Tkverage 1084 /85 1??3}@@;“":
CENTRE ]90 Share) ninimum]maxinoum nininuﬂ'mnxiaum
LGRICULTURE ! 6 on 53 46 37
ARTS & SOC.SC.| 23 9% 205 177 333
EDUCATION 8.6 25 76.5 65 124
ENGINEERING 12 49 107 92 174
ENVI. DESIGN 5 20 44,5 28 72
MEDICINE 16.6 67 148 127 240
PHARM. SC. 1.2 5 11 9 17
SCIENCE 18.6 75 165.5| 143 269
VET.MEDICINE 9 36 80 69 | 130 |

TOTAL A%~ | 890.5] 707 | IAR6

| (B) RESEARCH ST.EF o
GRICULTULRE i;ﬁé.s , 95 17C.5
;XRTS & SOC . SC o; 2 2 . 5 4’ o’:f
ENGINEERING 1.7 2 n
ENVI. DESIGN 0.4 0.5 1
MEDICINE 1 1.3 2
P}{ILRMOSC. C-l O-l L‘.2
SCIENCE A 0.5 3
3.N.C.S. 12 15 26,6

ﬁ CoK.E.R. 5'7 7 ,.1.2...:2“—:
TOT:.L: 124 o4 4

l, See Table II.
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T.BLE XI]!: NET ESTIM.TES OF TE.CHING STLFF
E! E’;I i 0 g—@"’ 2 Al ,-/__qti
TELCHING STLFF 195%4/85 989790
CLTEGORY Mininum}{Maxirun] Minimaafi.cxiaun
Profesgor/Reader
(15°4) 61 135,5 115 217
Senior Lecturer
(25%) 101 225.5 192 361.5
i Lect./isst.Lecturcr ! \ { 1 ;
! i , " |
L (60%0) . 242 ) 534 i 460 ) 8G7.6 |
t f i 1 -I_ L __I
2.5 CONCLUSION:

In this chapter, we adopted a linear estina-

tion nodel 2nd the establishment survey techaicue

to estimate the acadenic manpower requifeuciats of

Lhnadu Bello University for the 1980/90 cdccade.

This, essentially, is the demand aspect of the

academic manpower problem.

In the next cranter,

we exanine the supply, namely the sources of

academic anpower sgpply for Nigerian Universities

in general 2and L.B.U. in particular during the

1980s.
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CHAPTER 4 ?

Sources of academic manpower supply to iliscrian
ghiversities are either domestic or foreign. Ior
each university, the sources are either through
internal zffort of the University or throui
reliance on sources external to the university.
Sources which are external to the yniversitics
are either domestic or foreign. The entirc univer-
sity systen coppetes for the sources external to
the universities and the latter are thereforc lcss
reliable from the point of view of cach University.

4pplying the above analytical frame of rufcrence,
in what follows, we discuss the acadenic aanouer
supply to Nigerian universities in general, and
specifically to 4A.B.U. in the 1980s. We arjue that
both in the long-run and the short-run, tac sunply of
acadenic manpower to Nigerian universities duving
the decade could be greatly raised and the nct cstimatec
for n.B.U. met, if certain supply preconditvions are
satisfied. Notable among thcse preconditicns is the
role of rarket forces which include the solaies

paid to University acadenic staff and the cunditions
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under which they teach and research. 3tatcel
differently, the basic hypothesis of the choster
is that unlcss the wages and conditions of work of
Nizerian university academic staff are grootly
improved, acufe shortages of acadenic nanoouor
will continuc¢ to plague Nigerian universitics,

DOMESTIC SCUICES

Most acaderic panpower recruited fron within
Nigeria comc from ameng the higher degrecs output
of the country's universities. The vast nejority,
if not all, of these are Nigerians. A geool casc can
be made poth for and against the indigenizniion of
academic manpower in Nigerian universitics. “Ghere
is nc doubt, for c¢xanple, that Vigerian acocinics
would be far nore committed to Nigerian national
objectives and far more conversant with tihc rcalities
of Nigeria than vxpatriates would., It ic also
felatively loss expensive to recruit Nigorian acacdenmics
domestically than to recruit their expatrictc counter-
parts from abroad. Nevertheless, the exc.ssive
competition by all the universities as wcll os by the

public and private sectors of the cconony f{or the
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limited donestic supplyl precludes exclusive reliance

by each university on the donestic source. For example,
Guobadia estimates an output of 2,637 higher degrees
graduates by Nigeria's entire university systeid by 1985.
Our net estimates show that AJB.U. alone would require o
minimum of 528 academic staff by trat year. It is thero-
fore obvious that Nigerian universities nust continue to

look abroad for some of their acadenmic manpower in the 1900s.

4.2 PFOREIGN SOURCES

Since their inception, nost Nigerian universities
have locked larpely to Britain and the U.S. for thcir

overseas recruitment.2

In recent times, however, Nigerian
universities are beginning to look further afield

to other parts of the Comnonwealth, Eastern Eurowne

and Asia for the much-needed acalemic skills

especially in the areas of engineering, architecture,

building, medicine, surveyins and other professional

[P

1. See for example, 4,B.U. V-C's Convocation Speech:
Decenber 1976, U-I, V-C*'s Convocation 8peech 1979,
and Q.Teriba's presidential address to the 1977
Nigerian Economic Bociety's Annual Conference.

2. This may have been parfly due to the partial or full
financial support from British and Anepican agencics
and schemes e.g. the British Expatriatcs Supplenenta~
tion Scheme (BESS), Ford Foundation, Rockefeller
Foundation and various other staff supplemcentation
schenes run by Amdrican Universities.
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disciplines. This international character o: staffing
is extrenetly desireable as it nakes for the infusion
of new ideas and internaticnal interaction, all of
which are ngst essential at these higher levels of
education. However, continued heavy reliance on
foreign staff, as in A.B.U. which cevended on

foreign sources for 51% of its academic stz.i in
1979/80, negates the spirit of self-feliance and
indigenization which the Nigerian governront has been
striving to translate into reality over the nast
decade. This is not a call for indiscrininate replace-
nent of foreigners by Nigerians. Rather we ure nerely
emphasizing the need for Nigerian Universitics to take
nore definite and sustained neasures towards a fuller
development and utilization of internal nairower
sources before turning to external sourcce., In
depending on external sources, future prosnects

should be considered,bearing in nind th: s¢iff
competition for acaderiic manpower the wor)d over,
These skills are in short supply everywherc conpared

to the increasing demand for then.
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4.3 TINTERNAL EFFORT

Nigerian yniversities organize interncl staff
developrnent programs. These involve awards of
fellowships, study leaves, sabbatical leavces and
assistantships. Given the poor prospects ol
recruiting academic staff fron domestic and Jurcig
sources chiefly bocause of the stiff conpetition
aforementioned, Wigerian Wniversities have o
intensify their internal staff developnent c.iourts.
A.B.U. currently hus nbout 150 staff enjoyin, study
fellowships., If all these staff return tc¢ Lvhc
institution within the next five years, our 1ess
estimates show thet they will not be enoujih 0
meet A.B.TW's necds for academic staif duiing that
period. This calls for an ilncrease in thoe nunber
of acaderic staff enjoying study fellowghins during
the next decade.

The current practise of appointing groluabe
assistant%fhighly commendable, The nost is usually
for Nigerians with good rirst degrecs and it is
essentially 1 trainee position whereby the assistants
concentrate on supervised learning and rescosch

geared towards a higher degree while at {he cone



time they are required to take on some tenching/
tutorial duties. The system therefopre oiieors an
avenue for acquiring and retaining hiher dogroe
students - potential acadeqnics - within the
Universities. A.B.ﬁ. should explore ways of
systenatically increasing its nuaber of graduate
assistants e¢specially in the faculties cof cnginecering,
medicine, agriculture, and environmental design, as

8 positive step towards training Nigerian: Zox

higher positions in these desciplines and thus
reducing the high dependence on expatriatce nannower.
Infact, ona way of effectively attracting Unaesc budding
professionals is tu offer the~ jobs with good

carser prospects; and the graduate assistantsiip

posSt is cne such progran.

However, 2 prcecondition for the successiul
implenentation of the above suggestions, is the
existence of a sufficiently broad-bnsed and viople
graduate studies progran. But regretably,
inadequacies of academic staff and physicnl Tacilitics
have hindercd the take-off of any neaningitl and sustaine-
ed graduate training schemes in nahky Nigerion

universities. The lack of basic materials, cheualcals,



and tools in sciae of the physical sciences!
laboratories in A.B.U. makes graduate trairing
cunbersone tc both staff and students and
unattractive to potential students., A.B.U. (08
therefore to develop a viable graduate stulics
progran and provide. essential cquipnent ~nc
naterials te facilitate teaching and learning,,
if it is to bYe =2ble tc provide 2 substantial
proportion of its acadenic staff requirencntis

froz internal scurces, during the decade,

ROLE OF GOVERIENT

Lctive participation of the Federal and State
governuents in nannower developnent in this
country is a long standing one. Zror instancce,
all the present thirteen universities arc Poderal
institutions; and since the return teo civil
adninistration in 1979, therc have becn pro.ises
and plans to cstablish nore Federal and also
State universities. These are all laudabl:e :oals,
But we would like tou join in the on-going,
severally expressed pleas that the Federnl

governucnt nceds to urgently send 1ore noncy to the
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existing universities to Tescue thenm fron crunbling.
Fundg are needed to finance staff developrient
schemes, to e¢rcet new und pernonent physical
structures (offices, housing, laboratorics, closs-
roons c¢tc) and for the purch.se and mainvcinence of
equiprent.

Another way thc Federal and 3tate govermacntg
have beéen hielpful and should intensify tucicr ofiord
is in the area of graduate achnlarship awarcs.
Finance has always been 2 major obstacle in the way
of prospective graduate students. The sovermnents
should endezvour to award more graduate scholarships
in order to induce people to e for graduate training
and, hopefully, some of the products nay cnd up

in ynivergity classrooms,

OTHER SQURCES

In the arcas of critical shoftages as in
architecture, engineering, building and ncdicine,
there are a nunber of experionced, practising or
retired indigenous professionals who may be willing
to give part-tine lectures in thosc subjoeto. With

their wealth of practical experience, they can help



to offer students the oppertunity of blending
theoretical knowledge with what obtains in practice,
Though A.B.U. is located in a comparatively rural
~setting, it can still tap such resnurcces from
Kaduna, ¥Kanc, and JdJos whe. c there arc various
private enterprises and consultancics.

One other way to help case the acute shortages
of acadenic manpower in Nigerian universities is
to reverse th- situation whereby stuly fellows and
those on sabbaticals spend their lemves in overscas!
institutions. Their periods of a2bsence constitute
g loss to the yniversities. In the face of acute
nanpower shortages, efforts should be made during the
next decade to encourage nore of these benoficiarics
to undertake their studies/research in Nigerian
yhiversities where possible, In this way, their
services will not be last to Nigerian universities.
Furthermore, such a policy would tend to stinulate
greater interaction among the yniversities. Perhaps
one¢ way of making this proposal attractive is to
ensurc that whatever conditions that now aprly to
overseas studies/sabbaticals are also wade applicable

to local studies/sabbaticals. L.B.U. should preparc
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to tap fronm this sourcc by ensuring that study
fellows and visiting scholars who come to the
institution are provided with comfcrtabple accommo-

dation and transport, 2nong other things.

4.6 TMPONTANCZE (7 THEZ MARKET
w"—_

Given the now notorious financial and physical
constraints facing Nigerian uyniversities, it aay
not be possible for AL.28.U. to produce senior
lecturers, rezaders, and professors in the required
numbers within a period of five to ten years; but it¢
is possible, and inf=act iuperative, that the present
stock, especially Nigerians, should be retained within
the university, for as long as possible. The ability
of L.B.U., or any other Nigerian university, to pctoin
its academic staff and recruit more, is sreatly
dependent on the prevailing conditions in the labour
market; i.e. the wages, incentives 2nd conditions
of work.

4s King (1972) rightly points out, the problens
of labour surwly are intricete and multi-dinensional.
They invelve individuals aaking decisions about whether
to work or not, how long to work, what sort of work to

do and for whom. The decisions whether to work and
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for how long are short-run nanpower supply decisions;
while in the long-run, decisions involving education,
occupational choice, mijsration etc. are formad
(Fleisher, 1970). Assuning that work and leisure
are the only ways of spending on's time, the
individual must in the short-run, choose betwzgen work
and leisure; the opportunity cost of leisure being
the wage foregone, A wagc increase neans a rise in
the relative price of leisure 2nd it has two effectsl
on labour supply nanely, an inconc effuct 2nd a
substitution e¢ffect. The income effect.may be positive,
negative or zero whercas the substitution effect is
always positive. The actual amount of labour supplicd
as wagé increases in thc short-run depends on the
resultant of thise two cffccts.l The observation thrt
a number of lecturers arc willing to su.ply extra
teaching services 2t their institutions (e.p. in vericus
extra-mural prograns) and institutions other than t c¢i>
own, when financial rewards arc offercd, is an empiriccl

evidence substantiating the hypothesis that the

e

......

: [ For a fulier discussion on the use of indif.crince
curve analysis on labour supply decisions, sco
Fing (19?? sy Fleisher (1970?. Perlioan (19é9): Sece
also Robbins (1920), Ryan and Pearce (1977).
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decisions by acadenics to supply their labour scrvices
in the short-run is & positive function of the wagu
and other 'marginal' retes of pay.

In the long-run, decisions t.. invest in educn-
tion, or cccupatiomnal change or_*igration are undaer—
taken only if the difierencc in wages and assoeigtoed
non-pecuniary advantages are sufficiently large and
of sufficiently long duration to compensate individuals
for giving up alternstive uses of invested resources
(Fleisher). The types of skills required in the
universities are usually not job~ gr tocation-speciflic,
hence acadenic staff hove the strong potentizl for
nobility and nay change their jobs for others that
offer higher wages and non-pocuniary benefits. All
these boil down to the fact that,th recruit nore ol o
particular type of lahour, an employer must be ready
to pay 'slightly' nore. This is the reality that the
universities nust face. |

The present wagcs and conditions of scrvice of
academics are not attractive. To cite a fow commonnlice
examples, it is not umusual for two or more lccturers
to share a small, and therefore conjested office

accommodation, nyr is it unusuyal for lectubers to
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'shout; their 1e¢tures in huge, shoddy lccture

theatres without microphones. The conduct of research
is rendoered unattractive ond excessively cubbersone

in the face of inmadequate funds and supperting stail,
Add to this the heavy workloasd some academnics have o
shoulder becnuse »f underst-ffing in their departnenis.
Many acadenic staff are forced to live in unconfortoble
and oftenunsafe houses because of the acute shortnges
of housing accormodation. sbove all, the salaries

are not attractive enough to compensate for all |
these other doplorable conditions., These call for on
urgent attenticn of the Federal government to provide
basic academic and socilal facilities which are essentinl
to shholarship. If thc increasing aspiraznts

of university education are to be catered for, the
present stock »f acadenic anpower rmust be motivated
to stay on in the yniversities. Pernaps, the recently
.constituted Presidentinal Cormiission will come up

with a nore attractive package for the uziversities
which will greatly enhance their gbility to retain

their staff and recruit new ones.



4.7 CONCLUSION

In the light of the above, the provision ol
favourable and attractive wages and conditions |
of service nay be the major determinant of whether
or not A.B.U. or any other Nigerian university
will be able to retain and recruit the requirced
acadenic mannower in the 1980s. The reality
of the situation is that the pfivate sector and

| other governient establishnents pose strong aroenc
of attraction not only to present, but also
potential, acadeirics. Therefore, unless a
suitable package of incentives is worked out forx
the wiversities, o situation nay arise where,
though the people aré trained, they nay refuse
university jobs and take up employment in other

sectors.
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CHLPTER 5

SUMMARY AND CONCLUSION -

5.1 SUMMARY

This rgsearch aimed to identify and annlyze
the academic manpower requifemnents cf Nigerian
universities, takiné‘hhmadu Bello University
as a case study. Chapter one reviewed the
existing literature on the objectives, scope
and methodology of manpover planning, and reloated
them, where apvpropriate, to the Nigerian ﬁanpomer
planning experience, A major point that energed
from this review is the need for a relinable
data-base for estimation of future manpower
requirenents because realistic manpowWer planning,
irrespective of the methodology chosen, requires
a sound knowledge of the employment characvevistics
in the recent past and the present.

Based on this premise, Chapter two provided
a statistical description of the acadenic nanpover
requirenents of 4A.B.U. since its incepticn in
1962 up to 1980, highlighting the general grend

and structure. 1t identified the country's



71,
political environuent, the University's expansion
prograns, funds and students' intakc, as inportant
determinants of the observed trend and structure.

In the third chapter, estimates of acadenic
manpower requirenents of the university for the : .
1880 - 1990 decade  were made, using a linear
estimation model and atatistical data fron the
previous chapter. The cstimates were so—bined
with results of an e¢stablishment survey to obtain
minimun and maxinun gross estinmotes which were then
netted of present stock, trainees 2nd envisaged with-
drawals., The results were disaggregnted by rank,
faculty and ‘centre.

Chapter fopr examined the supply sources for
meeting the estimated derand. It revealed that
though internal staff Adcvelopment efforts of the
universities as well as gevernment assistance may be
important, the role cof thc market is decisive for
the reoruitment and retention of adequate and
qualified academic staff, The prosc -t chapter is
a cenclusion. It provides same volicy fecommendations,

and suggests areas for future rcsoocli
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o

RECOMMENDATIONS

This research mney be regarded as preliminary
to investigations into scveral other aress of
manpower planning within the Nigerian university
system. O0On the basis of our expericnce during
this study, one formidable obstacle would be tho
lack of systemativally collected and stored data.
One approach to solving this information bottle~-
neck would be to set out a framework of points of
information on stafi, students and cther areas
on which collectinn and maintenance of data will
be done on a systemitic and continucus basis.
Below is an illustration of the points of
information to be gathered on a continuing,
say yearly, basis on the Characteristics of
students and academic staff:

i) Students

- Totzl students intake.

- Breakdown of intake by sox, facﬁity,'
department an¢ subject for ¢ach year
of study.

- Yearly examinoticn results, by gracaes
and subject,

- Plecenent of graduates.,



(i1) ALcadenmic Staff

- Total acndenic staff capleoyed.

~ Breakdown by qualification, departicnt,
sex, nationarlity, and rank,

-~ In=-service training prograns, by
qualification and lncation of study.

- fLnnuzl turnover figures.

- On-going research, publications and
conpunity service,

-~ Tez2cehing load of ¢ach member, by
contnct hours per session, size and

frequencey of groups taught.

The above task may not be easy; it calls fox
gxperienced and dedicated statistically crientoed
personnel. In this respect, the recent efforts of
the L.B.U. Developnent Office at starting a "Digest
of Statistics" is hnighly comnmendable, HowWever, the
office needs to build up some more information on the:
background of A4,.B.U. and look inte the possibility
of developing 2 frawmework as sugiested above.

Such 'Digests' should be made available at the
beginning of each zcadenic session.

hnother area in which a policy decision ncéds

to be clearly marked out is that of a "munagement
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principle” for the Wniversity. In other words, in
planning the development of the institution, whait
should determine what? The University administration
should clearly nap out those vital decision paro=-
neters as for example, recurrent subvention,
available acadenic and adninstrative staff, studcents
intake etc. and deternine how these influcnce onc
another. PFor instance, does the expected subvin-
tion determine acadenic staff{ recruitment 2nd
then student enrclaent? Or is it the othsr way
round ? Is there o« linit to the expansion of L.B.U.?
When will that linit be reached? Need all the
departments increase their demand for staff each
year as has been the case over the past 17 yeors?
With a defined managenment principle, not only will
the direction of the affairs of the university be
clear, adjustments in tines of crisis - as in coscs
of acute staff shortages or students' admission
explosion - will be relatively easier to make,

The nunmber of universities in Nigeria is lilely
to increase to z2bout 20 within the next Jecade, o

situation that will further conpcund the staffing
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) i . '. ne doubt
problems of the institutions. It is/peolitically

attractive that each Stote in Nigeria should have

a university of its owny; but should politieal

expedicency be allowed to overeloud econonic realities
] ) necadenic )

In our view, planning for these / institutions,both

new and old, should not stop at just acquiring loand

for permancnt structures or coupiling costs in

millions of naira. & well thought-out plan of

providing the requifed manpower to set in rotion all

- these other 'plans' =must be made. Infact, such 4

5.3

plan should occupy pricrity position because it is

of vital importance,

FUTURE RESEALRCH

The subject of manpower plannin. within the
university system is 25 broad as it is exciting.
in this study, we exanined only A.B.U's acadenic
manpower rcequircments. Fubure studies nay be
directed at Nigeria's entire university staffing
requirements. .
In the study, we touched briefly on the subject

nf academic manpower turnover in A.B.U. 4 useful

purppse would be gserved 1f suich 2 study is carricd
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out on a more detailed and comprehensive scale,
ALlso, it would be¢ intercsting to test the
applicability of some of the complex stutistical
manpower planning medels described in chapter one uo

sone areas of the University.

CONCLUSTION

"In conclusion, we would reiterate that men-
poWwer projections into the future, as have been
done in this research, iy not be completely
accurate. However, even in their ioperfections,
they offer valunble insights into the future
manpover situnticn., We¢ hope that what has been
dene here will offer meonipgful guidance to
pelicy decisions andt will stinulate roesearch
into other areas s»f nanpowWwer planning in A.B.U,

ard the Nigerian uaiversity system as 2 whole.
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DISTRIBUTION OF

STATISTICAL APPENDIX

1

]

R T RPRPY

T ar

ACADEMIC STATF 3Y FACULTY/CENTRE, 1969/70 -~ 1979/8C

%0

(i)
(iii)

A.B.U. Development Cffice files.

A.B.U. Calendar, 1969/70 - 1978/79. -

. 1969/70 1870/71 1971/72 1972/73 1973/74 1974775 1975/76 1975/77 1977/78 1978/79 1979/80
. PACULTIES - .
. LECT. JRES.JLECT{R%S. JLECTFRES] RZCTJRES.] LECTIRES. ILaCcTREs.} Loy Jres. LCT YR8l LECTYRES) LECT|RES.] LEcTLRES
AGRICULTURE 5 59 151 60 16| 68 121 93 63 75 19] 96 271 87 52 | 65 431} 87 391105 621105
ART3 & 350C.53C. 50 4 54 3 &4 5 89 - 103 - 136 - 152 - 177 1 154 5 150 - 146 -
EDUCATION 18 - 15 - 18 - 23 - 39 - 52 - 57 - 56 - 62 - 79 - 76 -
ENGINEERING 31 1 40 1 35 1 35 * 46 - 58 5 &8 = 63 - 83 5 g4 5 91 5
ENVI.DESIGN & - 7 - 9 - 10 - 23 - 27 - 30 1 34 2 56 1 60 1 68 1
MEDICINE 40 1 5 2 32 2 68 - 79 - 101 1 98 1 125 - 81 - 81 1 79 s
PHARM. SC. - - - - - - - - - - - - - - - - 26 1 32 1 38 1
SCIZHCE 47 - 49 - 56 - 68 - 71 - 83 2 114 2 128 - 124 - 136 i 137 1
VET.MED. 22 - 25 - 26 - 37 - 42 - 48 -~ 47 ~ 51 - 51} - 64 - 62 -
SUB-TCTAL (i) 222 55 2571 66 276 76 whmn 93 4391 75 524} 98 591 91 696 | 68 6589 | 99 7351114 7561114
(ii} 287 323 352 435 514 622 682 764 798 8495 873
CalN.Co3a - - - 16 18 i9 21 23 21 27 27
C.3.EaR. - - - - 4 3 13 i 14 19 16 14
— e ' e - —_—- r -
GRAND TOTAL: 287 323 3s2 445 536 644 716 801 ; 838 : 852 914
S .
SOURCES: (i) Returns from departments and centres. ,



ST_TISTICALL LPPENDIX 11

DISTRIBUTION OF

TI4CING STL°F BY RLNE

1964 /65 - 1979/80

81.

e s & e e w

TR T RED| LECTURER |- Shis - [RE.DER | PROFESSOR | B2,
1964 /65 i 55 19 4 16 99
1965/66 7 54 26 6 32 125

' 1969/70 14 108 38 12 50 222

19%0/711 15 D1 L oap 1 .50 257
1971/72: 16 14% 49 13 55 275 i
1972/73;, 39 . 164 59 : 16 ! 64 ' 342
1973/74] 41 | 233 | 85 | 18 64 é 439
1974/75| 47 | 272 ;115 | 23 6% 524
1975/76] 47 | 310 145 | 26 63 591
1976/77 50 ! 386 161 26 63 695
1977/78] 60 | 363 189 | 41 46 699
1978/79] 71 ; 354 216 | 46 48 ; 735
1979/80' 150 I 297 202 | 67 43 J_ 759 |

(ii) 1973/74 statistics were extracted from

SOURCES (i) A.B.U.

1969/7C =

79.

Calcndar, 1964/65 - 1965/66,

K. Lupton, "Guidelines on .ppointments and
Promotion of Senior staff", (mimeo) Part I,
appendix IV.

(iii) Development Office files.
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DISTRIBUTION OF VACANCIES BY RLNK

1969/70 ~ 1976/77  _

B82.

RANK 69/70{70/71|71/22[72/73 |73 /78 |91 r5| 75./7€| 767707
ASST.IECTURER - - 2 2 4 . s | -
LECTURER - 3 6 s |19 |13 s | &

| SNRLECTURER| - 1 {10 | 8 |20 18 {15 | -

E READER 2 12 L2 a2 b3 E B - E
PROPESSOR | 2 3 7 . 1 6 5 a2 boo ]
RESEARCHERS | 5 3 5 1z las 22 | 11 | e |

TOTAL: 9 11 32 32 74 61 70 -éo

SOURCES: (i) 4.B.U. ¢alendar, 1969/70 - 1975/76.
- (ii) 1976/77 Senior Staff List.
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83.

STUDENTS* ENROIMENT, 1962/63 - 1979/80

YEAR STUDENT P?EEEEE%%ﬁ_
1962 /63 377 -

63 /64 431 14,3

64 /65 543 26

65/66 736 35.5

66/67 ! 685 -7 :

67/68 E 1057 : S4. 3 :

68/69 1391 ; 31.6 i

69/70 1765 27

70/71 1897 75

71/72 2252 18.7

72/73 2627 16.6

73/74 3247 2%.6

74/75 3904 20.2

75/76 4924 21.0

76/77 5C54 7.0

77/78 5420 7.2

78/79 5557 2.5

79/80 6670 20

.
i

‘q-.—s..'

SOURCES: (i) A.B.U. Bigest of Statistics, Vol.I,
1979! PP. 1-2,

(ii) A.B.U. Development Office Source,



STATISTICAL LAPPENDIY V

TREND ANALYSIS OF STUDENTS' ENROLMENT

1979/8C « 1689/90

84,

vEar | x| ¢ x %) (v 2T sy | 12
1969,70] 0 | 1965 _5 | -2154.7 | 10773.5 25 |
70/71 1 1897 -4 | ~2022.7 8090.8| 1&
717720 2 leese ~% § ~1667.7 | 5003.1] 9
72/73 % {2627 —2 | ~1292.9| osss.2] &
72 /94 4 3247 =1 -672.7 672.7 1l
72/75) 5 {3904 r 0: -15.70 0 0
75/76! 6 {4724 1} 80o4.3! 8o4.3} 1
P6/77. 7 15054 20 11%4.3 } 2268.6) &
77/78| 8 15420 3| 1500.3 | 4500.9) 9
78/791 9 {5557 4| 1637.3 | 6549.2 16
29/80] 10 |6670 5| 27503 |13751.5 | 25

S
£X=55[§¥=43117 Xy = [Fxte
T - 5T =3918.7 55000  [L10
¥y =1-7% = (%%f@ Yx
T = Y + ¥ X = :’i - 3-6

Substituting values from the table,

;= 55000 4. - 500 x
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STATISTICAT, APPENDIX V (CONTD)

o
]

2919.7 + 500 x

>
il

3919.7 + 500 (X - %)
This gives the trend eguation:

Y = 1419.7 + 500X

In 1985, X = 15

L]
..

[
It

1419.7 + 7500
= 8919.7

Y — 8920, i.e the estimate of student
—_— enrolment for 1985.

In 1990, X = 20

e Y = 1419.7 + 10000 = 11419.7

—le

Y == 11420, i.e the estimate of student
—— enrolment for 1990.
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ESTABLISHMENT SURVEY ESTIMATES OF ACLDEMIC

STAFF BY FACULTY/CENTRE, 1985

R R T

PERCENTAGE

FACULTY/CENTRE 1979/80 1984/85 INCREASE
LGRICULTURE 62 98 58
ARTS & S0C.8C. 146 303 107.5
EDUCLTION 76 212 186,.6
ENGINEERING 91 | 135 ! 48,4
ENVI. DESIGN 68 } 181 | 166.,2
MEDICINE 79 | 294 : 272,2
PHARM. SC. 38 63 65.8
SCIENCE 137 269 9G.4
VET. MED- 62 116 87.1.
(S8UB-POTAL (i) 759 1671 120
FACULTY RES. 114 150 31.5
CNCS 27 &7 148
CSER 14 40 2077
_SUB-TOTAL  (ii) 155 257 66
GRAND*TO&AL |
(1) + (ii) 914 1928 111

SOURCES 1

..,
e

(i) Returns from some faculties,
(ii) 1980/85 Developnent FPlans
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PENDIX VII

DISTRIBUTION OF SPUDY FPYLLOWS AND GRADUATE

87

ASSISTANTS AS AT MALRCH 1979, BY FACULTY/CENTRE

- —— e

nome | ooty S
| M:géj B5s.| ticate|Total oA Se

AGRICULTURE 26 | 10 - ' 5 41 13
ALRTS & S0C. SC ' 4 3 - % - Vi 23
EDUCLTION L= 1 L | = : 7 !'
ENG INEERING ’ 4 i 1 -y 2 37 | L: :
ENVI. DESIGN | 5| 4 1 1 i1 3 ’
MEDICINE ! 7 3 1 1 12 5
PHARM. SC. | n & - - 4 8
SCIENCE | 9| 4 1 3 17 12

VET. MED. | 4 1 - 4 9 -
CNCS 1 5 1 1 -
TOTAL: 64| 32 5 17 118 75

% of TOTAL: s4.4 27.1| 4.2] 4.4 )
OVERSEAS FELLOWSHIP GOURSES - 112 (95% )
LOCAT, FELLOWSHIP COURSES - 6 5%)

SOURCE: A.B.U. Establishment Office files
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ACADEMIC MANPOWER REQUIREMENTS

This survey is being conducted into the acadenic

manpower requirements of Ahmadu Bello University, Zaria,

Kindly complete the following questionnaire. Thank you .

for your cooperation.

1, Department

QUESTTONNAIRE I: TEACHING DEPARTMENTS

2. When was the department created?

R A T ]

3 Plecase give the sessional breakdown of the academic staff

(teaching staff and research staff) that have been

employed in the department since its inception to date.

SESSTONS

TEACHING STAFF

RESEARCI] STLFF

Nigerians

Expatriates

g ———

Vigerians] ixpatriates

1962/63

e
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4, Please attempt an estim2te of your future acadenmic
staff requirements for the period 1980/81 - 1989/90.

YEAR ESTIMATES

o

Teaching Research
Staff Staff

1980/81
1981/82
1982/83
1983/84
1984./85 | '
1985/86
1986/87
1987/88
1988/89
1983/90

5. List the factors you considered in making the above

estimates in their order of relative imporfance:

(i) R R R R TR R
(A1) eneccecnnecaoasooooasacncannarasssnossoamensnssnss
T T
(iv) D T P

(V) U‘...O00!.".!1-..-.....&---l....au....‘.t..l.-l-..
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ACADEMIC MANPOWER REQUIRIMENTS

IN £.B.U.
This sﬁrvey is being conducted into the academic
manpower requirements of Ahmadu Rello University, 2aria.
Please complete the following questionngire. Thank you for

your cooperation.

QUESTIONNAIRE IT: RESEARCH CLNTRES/UNITS

1, Research Unit/Centre

2. wWhen was the Unit/Centre created?

3. Please give the sessional breakdown of the research staff
that have been employed in the Unit/Centre since its

inception to date.

SESSIONS | RESEARCH STAFT

- “

Nigerians Expatriates

1970/71
1971/72
1972/7%
1973/74
1974/75
1975/76
1976/77
1977/78
1978/79
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4, Please attempt an estimate of your guture requirements

for research staff for the period 1980/81 - 1989/9cC.

L | 3#3sION ESTIMATES

i

1980/81
1881/82
1282/83
198% /85
1984./85
1985/86
1986/87
1987 /88
1988/89
1982/90

]

5.  List the factors you considered in making the avove

estimates in their order of relative importance:

(1) seeeeerocraccnsscnscreractsssoensonasatonanonns
(A1) tiiiinienenecnsoesosronsoeesrnasssensnonvssanses
(iii) B
(1V)  teceevansecnasaeoransnveossnansanesnoeonacesnss

(v) Cilﬁlltoo--lncuillt‘.co.....‘.o.b.-on.'..‘c.!l.



