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ABSTRACT

The National Manpower Board has recently thrown light on “he
shortage of marpower in all sectors of the Nigerian eccnomy. The
Board has revesled that the problem of menpewer is movc acute in

institutiona of higher learning.,

"n this study of high level manpower problems in the Murtals
Coll:gze of Arts, Science and Technology, Makurdi, we have seen
that che factors responsible for the shortage of manpower are mony
and varied. These factors cen be broadly divided intc two, namsly:
external and internal factors. The major external factors include
the foct that the Nigerian economy is growing faster than the
cduca’: onal system because educaticnal plamning, manpower planning
and cc nomic planning were, regretably, never done together;
inadoq ate funding; poor staffing; inadequacy of students hostel
accor v dation; the non-introduction of free education at all levele
and yoor conditions of service in institutions of higher leaming
genc:a 1y The main internal factors include unsatisfactory
perscriel policies end practices, lack of welfare facilities and

poor vorking environment.

‘he rroblem of manpower shortage in MUCAST and simllar institutions
can b greatly minimised if educational planning, manpower planning

and ¢conomic planning are done together; if conditions of service in

Nir2ecien institutions of higher learning are made more attractive.
and if existing MUCAST personnel policies and practices for reoruiting

an’ retaining a satisfactory and satisfied workforce are reviewod.
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CHAPTER ONE
NATURE OF THE STUDY

A. INTRODUCTION

The importance of qualified and skilled manpower for the
successful implementation of any social and economic development
cannot be over ~emphasized., According to Saul Katz, manpower has

been identified as one of the technical regquirements for development

adminiatration.1

Considering the importance of qualified and skilled manpower,
it is regrettable that many organisations, especially institutions
of higher learning face problems of manpower shortage from time to
time. During an international conference at Khartoum, the Heads
of African Higher Education disclosed that there was a shortage of

gualified academic staff in all parts of the world.2

In Nigerian cclleges and universities, manpower shortage

has been re-emphasized as from April 1977.3

The Murtala College of Arts, Science and Technology (MUCAST)

Makurdi, which is the focus of this study, has since its inception

1. "Technical Requirements for Development Administration".
Lecture delivered by Dr. I. Abdulegalami to Master in
Public Administration students, March 23, 1981 Institute
of Administration, Ahmadu Bello University, Zaria. Other
Technical requirements are Finance, Information, Logistics,
Mobilimation/Participation, and Legitimization/Enforcement.

2. Report of a meeting of Heads of African Institutions of
Higher Mducation (international Association of Universities,
Paris, 196L) pp. 32=33

3. Report of the Study of Nigeria's Manpower Requirements,
1977 National Manpower Board, Federal Ministry of
Beonomic Development, Lagoe, P.15



4-2-

in late 1976 been experiencing manpower ahortages.h

In analysing the problems in institutions of higher learning,
it is pertinent to ask the following questions: First, what are
the reascns for the shortage of manpower? Second, what is the
extent of the shortage? Third, how can the problem >f the

shortage be minimized or even be eliminated?

Generally speaking, the fact that Nigerian institutions of
higher learning including MUCAST are facing staff shortages,
indicates that there is something wrong with the country's policies
regarding manpower planning, educational planning and economic
planning. In suppert of the above statement, J.A. Aghentz pointed
out that:

"When a country experierces manpower shortage, it is
because the economy is growing faster than the
educational system. When there is a oondition of
surpluges, it is because the educational system is
growing faster than the economy. But when the two
conditions of shortages and surpluses are present,
it ie because there is a poor 'mix' of graduates by
fields of specialization. Thie means that enrolment
is not suited to the pattern of the eccnomy's manpcower
requirements. To avold thie situation, educational
planning, manpower plannigg and economic planning
should be done together."

‘ccording to H.S. Parmes also, a nation with a plan or
agpiration for econcmic develnpment cannot afford to slight the

6
preparation of its human agents of production.

4. Rector's Report on MUCAST to the College Council Meeting
held in March 1980,

5. J.A. Aghenta, "How to overcome manpower problems in Nigerian
Public Service". The Bureauncrat, Benin, Bendel Newspapers
Corporation, Vol. 7, Number 2, F. 9 April~June 1979.

6. H.S. Parnes, "Manpower Analysis in Educational Flanning" in
M, Blang (ed); Eccnomics of Education, (Middlesex Penguin
Bocks Ltd. 1968) P, 263




...3_
It is very interesting to note that Nigeria has realised the

significance of manpower planning and has started in this directicn

of manpower training.7

B. OPERATIONAL DEFINITION OF TERMS

S8ince certain terms mean different things to different people,
in this study, the terms below will be used and their meanings in

this research will be articulated. Their meanings are 28 follows:

(2) Manpower mesns staff or personnel working in any public

or private Organisation.

(b) Policy means decisions about goals and objectives.
Policies may also be described as broad guidelines for
managers and employees for the achievement of their

objectives.

(c) Conditions of gervice mesne employees' welfare in terme of
promotion prospects, good salary, training prospects, a
good working environment, transportation, attractive

fringe benefits, etec.

(a) Performance evaluation iz the personnel activity by means
of which the organisation determines the extent to which

employees are performing their job effectively.

(2) An organisation is a social unit deliberately constructed

to achieve specific objectives.

7. In 1962, the PFederal Government of Nigeria set up the National
lanpower Board. Its terms of reference include the determination
of Nigeria's manpower neede in all occupations, formlating
programmes for manpower development through university
expansion, training, echolarships and other facilities. In
short,  the Board's responeibility is to find solutions to the
nation g manpower problems.



C. THE STUDY FROBLEM
The funcamental problem which is the focus of this study is that
the Murtala Uollege of Arte, Science and Technology (MUCAST),
Makurdi, has since its inception in 1976 been unable to recruvit and
retain adequa'c academic and non-academic staff to teach and perform

other non-teaching functions in the institution.

If the institution is unable to retain available manpower,
then it can be said that it is faced with the problem of 'labour
turncver' which, according to J.C. Denyer, "is the movement of
workers into and cut of the employment of an organisation. It is
exprzssed as a percentage of ratio of staff leaving compared to the
average number of full-time staff, and taken over a fixed period of
t2mn (gix or twelve months). Its purpose is to assess the stability
of staff, and can be viewed as an index of the success or failure of

perscrnel policies in an organisatian."a

D GOALS AND OBJECTIVES OF THE STUDY

Tre goals and objectives of this study are: To analyse the
existing stock of high level manpower (academic and non-academic) in
MUCLA: P, Makurdi; to examine the extent of the shortage, and identify

thei» major causes; and to search for solutions to the problems.

"TICAST has been chosen for this study because the author is
fam!liar with the Institution where he has been working for the past
five years., The author believes that the study will be the pionecer
on manpower problems in MUCAST and hopefully, it will be the basis

fcr further investigation.

8. J.C. Denyer. In Administration, Macdonald and Bvans
Ltd, 1969) P. 14



E. SOURCES OF DATA

In order to ascertain the factors responsible for manpower
shortage in MUCAST, the author made use of the fullowing
inetruments of social investigation:

1. Interview

(1) Four groups of people were perscnally interviewed by
the author. The first group consists of 13 Heads of
Departments in MUCAST and the Rector. The second group
oonsists of 22 of the past staff of the Institution
including the former Reetor and the Registrar. The third
group was made up of 50 of the present staff cof the
Institution. And, the fourth group consists of one offieial
of the Ministry of Education, Makurdi, who was in charge of
Higher Education matters, and one official of the Office of
the Head of Service, Makurdi, who was in charge of
Egtablishment matters. Altogether, about 72 people were
interviewed.

(11) Method of Selection of the Interviewees:  Both the
present and past senior teaching and non-teaching staff
were randomly selected for the interview. But in doing so,
the author made sure that no Department was left ocut. In
the case of Heads of Departments, all of them were
interviewed. As already mentioned above, the officials

in the Ministry of Education and the Office of the Head

of Service were selected because they were the people

competent to furnish the information needed.

(ii1) Type of Questions Asked: The questions asked
depended on the type of information the author wanted to

elicit from a particular group of interviewees. For instance,
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the questions put to the acting Rector, the Registrar,
and the Heads of Departments centred largely on the
existing manpower stock, departmental manpower

requirements and causes of shortage of manpower.

(uestions put to the past staff were mainly on why they
left the services of MUCAST, while gquestiones put to the
present gtaff were mainly on whether or not they like

to remain in MUCAST gervice.

The official of the Ministry of Education, Makurdi, was
asked a few questiors on why his ministry has not allowed
MUCAST authorities to embark on overseas recruitment tour
and why it has decided to move MUCAST from its original

gite to Ugbokolo.

The official of the Head of Servive office was asked to
confirm certain issues raised by MUCAST about some
incentives enjoyed by civil servants in Benue State which
are denied MUCAST staff. (In all cases, sce Appendix 'A'

for detailed Interview Guide Format.)

Pergonal Observation

As human beings we feel and we see the behabicur of our
fellow human beings. The author, who is an employee of
MUCAST, gees the manpower pr-oblems of that Institution.
He also hears of its probleme. He has at different times
acted as Secretary of the variocus committees of the
Ingtitution. For instance, he hag served as Secretary of
the Academic Board; Heads of Departments Committee; Senior

Staff Appointments, Fromotions, Disciplinary and Appeals
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Committee (APSAC); Senior Staff Selection Board and
College Council. He also at“ends meetings of the -
Senior Staff Asscciation, otherwise called,

Congregation. Besides, he discuases freely with his
former colleagues, particularly, those serving in and
around Makurdi, and tries to find out why they left
MUCAST. He also discusses freely with those still in the

gervice of the Institution on causes of frustration.

3. Secondary Sources

Published works related to this atudy have provided
useful secondary source of data. The author alsc

relied heavily on official records such as Memoranda,
Minutes of meetings and Reports. Newspapers and Journals

were also used.

F., METHOD OF ANALYSIS OF DATA

The data was systematiecelly assembled and processed. The unit:
of scores were expressed in percentages of the total number of each

group of interviewees.

In analysing the data, the authnr took into consideration, the

following points:

(1) That the number of people interviewed was adequate,
manageable and a true representative of the total group

to which conclusions are to be applied.

(ii) That where necessary, the information was tabulated

for easy analysis,

(111) That the conclusions arrived at were limited to the

data studied,
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G. LIMITATION OF THE STUDY

MJICAST was established in 1976, The time scope nf this study
covers the 1976/77 academic year to the 1980/81 academie year.
This etudy w'1] be limited to the problem of shortage of senior

academic and 1on-academic ataff of the institution.

H, SUMM:RY AND CONCLUSION

In this chapter, we have attempted to make a general survey of
manpower shortapge in institutions of higher learning with special

attention to MUCAST. The survey shows that the problem is worldwide,

It is our couvietion that the problem of manpower shortage in
higher educational institutions can be greatly minimised if
educ~tional planning, economic planning and manpower planning are
done together; and if saticfactory working conditions are provided

for academic and non-academic staff.

™ the next chapter, we have attempted to take a closer look
at the problem of manpower shortages in institutions of higher
learning, especinlly in MUCAST, which is located in Benue State.
In 2ddition, we will eyamire literature on personnel policies and

prextices in educational institutions in general.
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CHAPTER TWO

LITFRATURE REVIEW ON MANPOWER FROBLIMS, PRACTICES
2™ ™0grIIRTS _TY_EDJCATIONAL INSTITUTIONS

A. INTRODUCTION

Ag noted in the preceding chpater, institutions of higher
learning face problems of manpower shortage from time to time. In
this chapter, an attempt will be made to review literature on
manpower problems in ingtitutions of higher learning. In addition,
literature on good manpower practices and procedures not only in
ingtitutions of higher learning but also in other ocrganisations will
be briefly reviewed.

B. MANPOWER PROBLEMS IN INSTITUTICNS
OF HIGHER LEARNING IN THE WORLD

According to Dr, R.L. Williams, one of the greatest problems
facing American colleges and universities is the shortage of {.a:hers,
He att-ibutes the shortage to the poor salaries paid toc teachers in

comparison with other professional g:roupa.1

ipart from American colleges and universities, other
institutions of higher learning throughout the world experienced
gimil»r manpower shortages, as the 1963 Khartoum Conference pointed
out, According to the conference, the general shortage of academic
staff was as a regult of the rapid expansion of higher education in

all vartes of the world.2

1. R.L. Williame: Administration of Academic Affairs in Higher
“ducation, Ann Arbcr. The University of Michigan Press,

1965, P.66

2, Report of a eeting of Heads of African Institutions of
Higher Education, op. cit. pp 32=-33
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In /Trica, the problem is not only that of procuring teaching
gtaff but 'lso of retaining the available ones. As Professor

Wandara ha: +ritten:

"U+ rersities find it difficult to retain
bri 't young men they recruit and train,
and « » lose_them . . . to government
and . ndustry".
From the Toregoing, it would appear that Professor Wandara
attributes the - hortage of uvniversity staff in Africa te poor

worling conditicys in the institutions.

The Khartoum Conference, to which reference has been made,
obseived that the weneral ghortage of academic staff in developed
cour.'2ies had serious conscquencea for developing countries in
Africa, as the central recruiting agencies in the former were
findi g it difficult to send suitable teaching personnel for
ser-ize abroad.h

‘e MANTOWER PROBLEMS IN THE NICERIAN

TTSTTYNT 0SS Ok HIGHER LEARNING

Jefore examining the manpower situation in Nigeria's
insi._ tutions of higher learning, it might be necessary to briefly
die>1ss the general manpower situation in the country's public

sector.

Aeccording to Professor S.0. Olayide, the general shortage of

qus. ified and skilled manpower in Nigeria was partly responsible

3. A, Wandaras African University Development (Ravan Press,
Johannesburg, 1977) P. 90

L. Report of a Meeting of Heads of African Institutions
of Higher Education op. cit. pp. 32-33
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for her inability to meaningfully execute her First (1962-68) and

Second (1970-74) Development Plans.”

At th¢ beginning of the Second National Development Plan
period , there were "significant vacancy rates of 7 per cent for
medical prac‘ioners, 20 per cent for pharmacists, 5 per cent for
engineers (all categories), 1l per cent for accountants and
anditors, 19 per cent for architects and town plammers, 1l per
cent for surverors, 1l per cent for research and production
phyeicists, chemists etej; 5 per cent for senior managerial and
administrative personnel, 9 per cent for graduate teachers and

10 per cent for other senior category peraonnel."6

With the growing rate of the nation's economy, the vacancy
rates have been on the upward trend. In terms of specific
vacancy rates, a recent survey has revealed a shortage of manpower
in certain areas of the publie service of Nigeria. These included
admi 'igtrative officers, 35 per centy librarians and archiviste,
45 por cent; accountants and auditors, 30 per cent, The survey
furter revealed that the shortage is even more gerious in the
teaciing service at post-secondary level as well as in the

engineering services.?

5. S.0. Dlayide; Economic Survey o§ Nigeria, (Ibadan Aromolaran
Publighing Company Limited 1976) P, 23

6, Tederal Republic of Nigeria. Second National Development
Plan, 1970-Th, Programme of Pogt-War Hecongtruction and
Development, Federal CGovernment Printer, Lagos, 1970
2o 17

7. Paper read by Professor V.P. Diejomah at the National
Conference on "Manpower Constraints to Nigeria's
Beonomic Development" held in lagos 29 Jamuary to
01 February 1979.
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The above pereenteges revealed the seriousmess of manpower
shorteage in the public service in Nigeria. The percentages in
the various arees are relevant to this study mainly because the
courses MUCAST offers or intended to offer are such that it needs
manpower to draw from some of thosc arcag either to teach or perform

other non=tesching functions.

With reg-rd to institutions of higher learning in Nigeria,
Table 1 on pages 13 4o 19 indicates the academic staff shortage in °
Nigerien ingtitutions of higher learning. In the Table, the rate
of vacancy or what roughly amounts to the extent of shortage in the
universities, ranged between 7 per cent in the faculty of
Management Studies to over 3 per cent in the faculties of
Environmental Studies and Medicine. The departments which recorded
very high vacancy ratee (over S0 per cent) ineclude: Architecture,
Environmental Design, Building "ngineering, Statistics and Home
Economics, In most of the other departments, the vacancy rate was
about 33 per cent. This implies that on the average, the
universities had approximately one staff ocut of every staff they

needed.

Total teaching staff requirements in the universities as at
April 1977 were estimated at almeost 2,000. Of the total staff
rocuiremente the faculties of Scicnce and Medicine accounted for
ahout 1/5 while Arts and Socinl Scicnces faculties mccounted for

sbout 1/9 each.’

-

&, Report of the study of Nigeria's Manpower Requirements, 1977,
National Manpower Board, Federal Ministry of Economic
Development, P. L8. The survey was carried out between
April 1976 and April 1977.

9., Ibid. P. 61
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TABLE 1

FMPLOYMENT AND VACANCIES IN EDUCATIONAL INSTITUTIONS

I NIGERIA

3 | %

A, UNIVERSITIES ) Er-— g - E éi‘ *‘;3; |

$38 - | 855 | 9555 i

JEST | 2SS | eS| 8-
(a) Legturerg in jxte
English 167 55 222 2L.8
French L1 6 L7 12.8
Religious S4udles 67 15 82 18.3
Biatory 150 68 218 31e2
PMallesapy ‘ -] 4 » ng
Arabic k1 12 53 22.6
Islamic Studies 2l 6 30 20,0
Classics 15 - 15 -
Mugic 21 7 28 25.0
Theatre Arts 1 7 21 333
Drama 25 1 26 3.8
Fine Arts 11 5 L6 10.9
Fine & Applied Arts 17 2 19 10.5
Linguistics 52 15 67 A
Nigerian kanguages 31 19 50 38.0
African Languages 36 1 37 2.7
Others 76 2 78 246
TOTAL 8L7 228 1075 2142
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TABLE 1 (contd)

A. UNIVERSITIES (1) (2) (3) (L)
(b) Lecturers in Bducation

Education (Arts) 153 102 255 L0.0
Education (Science) 63 36 99 3644
Physical Education 37 L L1 9 of
B, Bd. 35 13 L8 2741
Educational Technology 85 - 85 -
TOTAL 373 155 528 29.4
(e) Lecturer Law ==J_ 108 15 123 12,2
(d) Lecturers in Sciences

Botany L9 20 69 29.0
Microbiology 30 12 L2 28.6
Zoology 18 2L 72 33.3
Chemi stry 210 77 287 26 .8
Geology 98 39 137 28.5
Geophysics 1 - 1 -
Mathematics 120 T4 194 38.1
Computer Sciences 26 1L Lo 35.0
Physics 169 L2 211 19.9
Biology 83 25 108 e
Biochemistry T2 15 87 172
Statistics 32 bl 76 5749
Other Sciences 5 16 21 75.0
TOTAL 9l 1,02 1345 3.7
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TABLE 1 (contd)

A. UNIVERSITIES (1) (2) (3) (L)

(e) Lecturers in Medicine
And Helated Subjects

Dentistry L1 19 60 31.7
Physiotherapy 27 11 38 28.$
Physiology 80 10 90 1161
Pharmacy L8 28 76 36.8
Nursing 18 12 30 L0.O
Health Science 18 13 3 L1.9
Pharmacology 18 2 20 10.0
Medicine 3h1 318 659 48.3
Others 170 - 170 -

TOTAL 761 413 1174 35.2

(f) Lecturers in
Sceial Seiences

Economics 150 66 216 30.6
Geography 100 59 159 371
Political Seiences 106 55 161 3.2
Sociology/inthropology 128 52 180 28,9
Demography & Social Statietice 32 6 38 T
TOTAL 516 -~ 2138 I?Q-__---_aéigéz

(g) Lecturers in Engineering

Civil Bngineering 7 21 g8 21.4
Electrical & Electronics kng. 114 33 1Lk 22.9

Mechanical Engineering 82 33 118 28.7
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TABLE 1 (contd)

A. UNIVERSTTIES (1) (2) (3) (L)
Lecturers in Fng.(contd)
Chemical Engineering 35 - 35 -
Petroleum Engineering 15 L 10 21,1
Systems Design 9 - 9 -
Food Technology 20 - 20 -
Others 1 - 11 =
TOTAL 360 91 151 20,2
— S — s e
(h) Lecturer in

Fovironmental Studies
Architecture 35 39 Tl 52.7
Estat> Management 12 3 15 20,0
Builiing 18 26 Ll 59.1
Town “lanning 1 3 10 21.4
Envir nmental Design 2 10 12 83.3
Quant ty Surveying 14 10 2L 41,7
Others g - 14 -
TOTAL 106 a1 197
= -
(1) Tecturers in Management

“tudies
Acco mtanay Iy 5 L6 10.9
Fin 1ce/Banking 11 b 15 26,7
Bur * 1ess Studies/Admin. 53 5 58 8.6
Achial Seiences(Insurance) 7T L 11 36 .4
Othere 25 - 25 -
;T; TAL 137 18 155 8.5




-17-

TABLE 1 (contd)
©

fy ’: w E ~~ .

b’ Tt g - o 8 b
Ae. UNIVERSYTIES (contd) . o - p gy Bt @

QO 0O~ 5 [~ ~ .g 43 [~ 5 o =

§825 | 31383335 | B-°

EEES | 8T | 2ksT | 858y
(i) Lecturerr_in Agric.

and Vet. Medicine
Agriculture L9 5 5k 9.3
Agric. Engineering Lb 10 54 18.5
Forestry 352 S 357 1.4
Food & Home Science 50 60 110 54 .5
Vetinary Medicine 119 “ 128 7.0
Others 80 17 97 17.5
TOTAL 137 18 155 8.5
B. POLYTECHNICS/COLLEGES
OF TECHNOIOGY

(a) ccturers in Engineering
Civil Engineering 52 59 111 53.2
Elecirical/Electronics Eng. 55 51 106 4841
Mechsnical Bngineering 7% 61 127 L0 .2
Cherical Engineering 9 24 33 7247
System Design L - b -
Fooc. Technology 14 2 16 “2,5
Othcrs L0 10 53 1849
TOTAL 235 233 LEB 19 48

==
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TABLE 1 (contd)

POLYTECHNICS/COLLEGES
OF TECANOLOGY (1) (2) { (3) (L)
(b) Lectvr rs in -

Envirornontal Studies
Architecture 10 L 1 28,6
Estate Manage: ent 2 L € 66.7
Building 5 - 5 -
Town Planning 15 4 19 21.1
Land Surveying 10 10 20 *50.0
Others 19 T 18 38.9
;75 TAL 53 29 82 354
(e) Lecturerg in

Janagement Studies
Accountancy 2l 45 69 6542
Finarce/Banking 6 3 9 33.3
Business Studies/Admin., 56 L3 99 L3
Othe: s 56 39 95 1.1
TOTAL 142 130 272 L7.8
(d) Tecturers in Agriculture
Agriculture Fngineering Lk - Lk -
Others 12 10 21 L7.6
TO t‘ AL 30 30 60 50.0
(e' Tenturers_in the Sciences “Tr—-“
Chenistry 39 6 L5 13.3
Bi o Logy 10 - 10 =
Geophysice 70 2l U 25.5
Physies 30 11 L1 36.7
Bi >logy 78 35 113 397
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TABLE 1

(contad)

=
B
ADVANCED TEACHERS AND . Y B, o
TECHNICAL TEACHERS ° 3 2 % g "
COLLEGES 2 i =t e Q
fu5| 15 7355 | B
snds | £ [R38S | £
(a) Bducation Officers/
Lecturecrs
(Arts and Education) 350 128 L78 26.8
(Science and Technology 219 137 356 38.5
(Buginess Studies 52 10 62 16 .1
Ingtructors 26 L3 A9 62.3
TOTAL 647 318 965 33.0

SOURCE: NATIONAL MANFOWER BOARD
MINISTRY OF ECONOMIC DEVELOPMENT, LAGOS, 1977
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In the polytechnics and colleges of technology, the vacancy
rate was higher (over 60 per cent) in the departments of Eastate
Management, Accountancy, Fine and Applied /Arts, and Statistics,
while in most other departments, the rate of vacancy ranged
between 30 per cent and 50 per cent. The average staff vacancy rate
in polytechnics and colleges of technology reported in the April

1976 to April 1977 manpower survey was 42 per cent.10

In the advanced teachers and technical teachers colleges, the
overall vacancy rate was about 33 per cent, and 62 per cent in the

case of instructors in these inatitutiona.11

In the Report, it was pointed out that if the assessment
regarding the extent of staff requirements was done by relating the
available number of gtaff to total student popmlation in each
faculty or department of the universities in Nigeria, the resultant
gtaff-student ratio would range between 1:10 in a few faculties such
as Meclicine and Environmental Studies, and 1:17 in most of the other
faculties including the faculties of Agriculture, Social Se¢lemocs

12
and Arts.

According to Professor Harbison, the gtaff-gtudent ratio in
most of the institutions of higher learning in advanced countries is
1:12.13 If we compare that ratio to those in Nigerian universities,
we will observe that there is actually an acute shortage of teachers

in Nigerian universities.

10, Ibid. P.62
11. Ipid. P. 69

12. Ibid.

13. Fredrick Harbison "A Systems Analysis Approach to Buman Resource-
Development Planning". Paper submitted at the Symposium on
Forecasting of Manpower Hequirements June 23 to 25, 1966
Walhing‘bon D04 21-[»
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Within the Pourth National Development Plan period (1981-85)
the Federal Government has planned to expand the existing
educational institutions and establish new ones. This means
that additional teaching staff will be required. For instance,
the estimated additional teaching staff reguirements of universities,
colleges of technology and polytechnics during the plan period are

gshown in Table 2 below:

TABLE 2

ADDITIONAL TEACHING STAFF REQUIREMENTS OF
UNIVERSITIES AND COLLEGES OF TECHNOLOGY 1981-895

(a) Academic Staff of Universities only:

(1) Medicine and Related Disciplines seecessses 1,350
(11) Fngineering and TechnologY ssesesecsscessses  ThO
(i11) Other Science-based Disciplines eeseesseesss 940
(iv) Arts and Humanities sececscescccccsssscsssces 570
(v) Soocial Scienco and Law sessccessscsnsessases 650

L 4250

(b) Academic Staff of Colleges of Technology
And Polytechnics

(1) Fngineering, Technology and
Other Soience=-based COUTSES eeecscsssscsess 3,950

(ii) Hﬂnagemnt Studiea N N ?90
(iii) Othera R N R N A ) 1’290

6,030

SOURCE: PROGRESS REFORT ON THE FREPARATION OF THE
FOURTH NATIONAL DEVELOFMENT PLAN.
MEMO NMB. WP/9/3



D. MANPOWER FROBLEMS IN MUCAST

The problem of manpower shortage haa been highlighted several
times in MUCAST by successive Rectors and Chairmen of the Murtala
Collere of Arts, Science and Technology. According to the first

Chairman of the College Council, Dr., Edwin Ogbu:

"MUCAST has been facing an acute shortase of
teaching and non-teaching staff. In fact,
there is no department that is adeguately
staffed., Other public services and the

private sector have continued to attract the
type of manpower most needed by offering better
conditions of service."15

As noted earlier, a similar remark was later made by the 4 ting

Reotor of the Institution in March 1980.'6

The Institution also faces the problem of retaining available
manpower. For instance, the first Reglstrar, the Bursar, the Librarian,
the doctor and a large number of other non-teaching and teaching
gtaff have left the service of the Institution. This high rate of

staff exodus has further worsened the manpower situation in MUCAS’I‘.17

According to Fredrick J. Gandet, a high index of staff turnover

is a warning to management that gomething is fundamentally wrong

15, Chairman's welcome apeech delivered on the ocecasion of the
visit of the Benue State Commissioner for Education
Dr, T. Mahar to MUCAST on 15 anuary, 1978.

16. BSee P, 2
17« M.A. Audu, Registrar, MUCAST, Private Interview held in his

office on the movement of staff away from MUCAST.
Interviewed on July 5, 1981.
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with the health of the organisation. A high turnover rate may
18

mean poer personnel practices.

Several writers on the problem of turnover have given different
views on the causes. For example, the British Institute of
Management has broadly divided the causes into two: Namely,
external and internal factore. The main external faotor is the
availability of altermmative work. The internal factors include
poor conditions of service, such as poor salary, poor working
environment, lack of welfare facilities, poor fringe benefits,

etc. in an organiaation.19

From the foregoing, we have observed that the problem of
manpower shortage exists in MOCAST. Chapter Four will be
devoted to discussing the extent of the shortage as well as

identifying their major causes.

E. LITERATURE REVIEW ON GOOD MANPOWER PRACTICES
AND!:"ﬁocm""'Es IN_INGTITUTIONS OF HIGHRR LEARNING

The discussion in this section focuses op good manpower

practicee and procedures. This section is important principally
because good manpower practices and procedures are vital for

gecuring and retaining manpower.

One of the best known works on good manpower practices and

procedures in institutions of higher learning is that eof

18. F.J. Gandet: Labour Turnover: Calculation and Cost.
(American Management Association Research Study, 39,
New York, 1960) P. 12

19. Personnel Management Series No. 9¢ The Co Labour
Turnover. British Institute of Management, 19%9 ¥, 7
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Robert L. Williams titled "The Administration of Academic Affairs"

published by Ann Arbor; The University of Michigan Press in 1965,
According to Williams, the following procedures and practices
are desirable in educational administration:
(a) Appointments and promotions should be based on

character and ability to teach, and among the

elements to be evaluated are experience, knowledge

of the subject matter, skill in presentation,

ability to stimlate, enthusiastic devotion to

teaching, quality of published works and variety

of intellectual interests.’’

(b) Promotion should not be autcmatic or based simply

on length of service but on demonstrated merit.21

(e) Promotion of staff should be as fast as possible
in the light of the aervice.22
(d) Staff should be involved in the formulation of

personnel policie:.23

(e) In fixing salaries for teaching staff of colleges and
universities, account sghould be taken of the salaries
they would receive if they exercised their professions

2L

outside the colleges and universities.

Although Dr, Williams has written on the manpower practices

and procedures in Americen colleges and universities, his

20, R.L. Williams op. cit. P. 8
21, Ibid. P. 9

22, Ibid. P. 65

23. Ibid. P. L3

2h. Ibid. Pp. 69-70
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recommendations would appear to be relevant here in Nigeria

gince institutions of higher learning have muich in common.

In his book "Office Management" published im 1979,
PuW. Betts also recommends the following personnel practices

and procedures in organigations such ag educaticnal institutionss

(a) Fair and just treatment of staff.

(b) 4 reanlistic salary structure and compensation.

(e) Genuine seientific selection of staff,

(d) Ample opportunity for staff to continue with their
educaticn and training,.

(e) A ressonable working environment consistent with
good health and safety requirements,

(f) The provision of modern welfare and social amenities.

(g) Sympathetic help in times of domestic and other
difficulties; and

(h) The encouragement of a friendly atmouphere.Qs

F, SUMMRY AND CONCLUSION

As noted earlier, the Khartoum Oonference of Heads of African
Institutions of Higher Education had revealed that there was an
acute shortage of academic staff throughout the world. It is
possible that the sitmation has improved in some countries,
particularly, the developed ones where gtaff-gtudent ratio is

1112 according to Professor Harbison.

In Nigeria, since the establishment of the National Manpower
Board in 1962, great strides have been taken by the Federal and

state Govermments to minimise the problem of manpower shortage in

25. P.W. Bette: Personnel Management, (The Chaucer Press Ltd.
Bungay, Suffolk, 1975) P, 10
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the various sectors of the national economy, including
institutions of higher learning. But as evident from the reports

of the Board, the prablem is far from being minimised.

If the problem of manpower shortage in Nigerian institutions
of higher learning is attributed, among other things, te poor
werking conditions, then we would like to conclude here that
efforts should be intensified to correct those anomalies. By
so doing, the country would be able to produce enough manpower
for 1ts educational institutions and other sectors of the economy

that are also facing acute shortages,

The following chapter will survey the Martala College of
Arte, Science and Technology, whose manpower problems, as

mentioned earlier, is the focus of this study.



-27 =

CHAPTER THREE

A DESCRIPTIVE ANALYSIS OF THE MURTALA COLLEGE
OF ARTS, SCIENCE AND TECHNOLOGY (MUCAST)

A. INTRODUCTION

Benue State of Nigeria was created ocut of the defunct Benue-
Plateau State inFebruary 1976. Its capital is Makurdi, which was
before May 1966, the headquarters of the old Benue Frovince, and for

a brief spell before, 1976.1 the headquarters of Makurdi Division.

The infant state would of necessity, establish its cwn ministries,
corporations or boards, educational institutions and so on. Private
companies would alsc be set up. Without abundant skilled manpower,

economic progress in such a state was most likely tc be retarded.

Thus, in a speech in March 1976, the former Military Governor

of Benue State, Colonel Abdullahi Shelleng said inter alia:

"My Government realises the obvious and urgent need
for high education in the state and therefore
proposes to establish a ccllege of Arts, Science
and Technology «... The objective of the college
is to centralise sixth form work for optimuam
resultes and economy of the rescurces and produce
the much-needed middle level manpower in 2
technological and sub-professional filelds,"

That historical speech of the Governor shows that the twin
objectives of the Government for establishing MUCAST were as .
To serve ag a feeder institution of the universities, and to produce

the much-needed middle level manpower.

1. Benue State In Prief: (Published by the Information Division
Governor's Office, Makurdi 1981) P. 1

2. "Recurrent and Capital Expenditure of Benue State of Nigeria
1976=77". "Printed by Government Printer Kaduna, 1976, F. 9.
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Berue State Government's decision to locate sixth form elasses
in a college of technology was in line with the policy of the
Federal Governsent at that time. The Federal Govermment aetually
decided that sixth form classes attached to secondary schools "be
gradually and systematically phased out and replaced by multi-
lateral schools of Arts, and Seience, polytechnics and colleges of

tectmalogy".a

B. EQATION oF EECQ
MUCAST is lbcated thirteen kilometers north of Makurdi, eapital

of Behue State of Hignriu.h

Makurdi township itself is strategically situated on the River
Benue at the point of convergence of rail and road routes, Since it
became the capital of Berme State 4n February 1976, Makurdi has
witnessed an influx of bBusinessmen, commercial firms and iraders.
Besides such amenities as electrieity, pipe-borne water, a modern
telephone exchange, a big post office; the town is being smerved by
five commercial banks; and the Central Bank of Nigeria branch has

recently been opened thlre.s

THa-noothers part ef the state capital in which MUCAST is located

has none of the amenities mentioned a'bovo.6 although efforts are being

made to extend electiriesity and water supply tc the t,c»w.7

— ~—————
3. Third National Development Plan (1975-80) op. eit. P. 247
L. Benue State in Brief. op. git. P. 22

5. Ibid.

6. Personal Observation

7. Benue State In Brief. op. eit. P. 2L
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In view of the absence of essential social amemities (in the
norther part) such as those mentioned above, eoupled with the
non-existense of rentable houses, the staff of MUCAST live in

Makurdi town from where they go to work daily on the campus.8

There is a laterite road lisking the institutien with Makurdi
town. This road has often been described as a "death trap"

because 3te poor condition has resulted in very many acoidenta.9

In Jaly 1980, the Benue State Government for Education
announced the Government's decisiow to move MUCAST from its present
site to Ugbokolo, another town in Benue State lying about 48
kilometers south of Makurdi. The reason for moving the institution
to Ugbckolo was political. For development purpeses, Bemue State
has been divided into four stnes. The zone umder which Makurdi
falls has an Advanced Teachers College and a Federal University of
Technology located there. The third institution of higher learning
g8till in the zone was MUCAST. So MUCAST had to be removed to Zone C
under whioh Ugbokolo falls, The remaining zones, namely, A and D,

10
already had an Advanced Teachers College and a Federal Polytechnic.

The mowement of the institution to a new site was to start
from October 1980 but this was not possible because the Government
did not provide wechisle# to carry College property as well as staff

and their families.11 In addition, the decision to move the

5. Ibdd.

10, Dr. D.M. Amako (Mrs), Aoting Asst. Chief Education Officer in
charge of Higher Education, Ministry of Edueation, Makurdi,
Private interview held in her office on the repsons for
transferring MUCAST to Ugbokolo.

11. Dr. S, Anande-Kur op. cit.
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institution to Ugbokolo came under heavy attack from the staff of

the 1natitution.12

However, in September 1981, the Government was able to provide
vehicles to carry some staff and college property to Ugbokolo. 4As at
the time of writing, both the departments of Business and Administrative
Studies and Fine and Applied Arts, have actually been completely
moved to Ugbokolo, while service departments. namely, Registry,
Bursary, Estate and the Hector's office have partially moved to
Ugbokolo as well. The Departments of Agriculture, Science Technology,
Catering and Hotel Management, and all the Engineering Deﬁartments are

still operating from Makurdi.

C. HISTORY OF MUCAST

As earlier nocted, the deoision to establish the institution was

announced in March 1976.

In July 1976, a high ranking education officer in the state
Ministry of Education was seconded to the new institution as Principal
(later called Rector), while the Chairman and members of the College

Council were also appointed by the Government.13

The Chairman and members of the College Couneil were sworn 1. on
July 28 1976, In August 1976, MUCAST came into being, legally. with

the promilgation of the Benue State Edict Number 13 of that year,'"

12. Ibid.

13. MUCAST Prospectus, 1980/81 session published by the Information
and Publication Section, Registry Department, MUCAST, Makurdi P.L

14. Ibid. P.6
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The Callege opened its doors in February 1977 with 413

students. The first batch of students enrolled for the "Basic

Courses" preparatory for admission into universgities. Frofessional

courses leading to the award of the National Diploma (ND) started

in the 1977/78 academic session with 149 students in three

departments offering specialised courses in Agriculture, Fine and

Applied Arts, Accountancy, Business Administration and Management,

Executive Seeretaryship and Hérketing. Subsequent gessiong have

witnessed an increase in the mumber of academic departments and

modification and improvement in the College curricula. BSince the

1979/80 academic year, the College has been operating nine

academic departments offering certificates, Narional Diploma (ND) and

Higher National Diploma (HND) courses in fourteen specialised araas.15

In addition to the "Basic", certificate and diploma courses,
in the past, the Institution also offered other courses with the
ultimate aim of meeting specific manpower needs of Nigeria in
general and Benue State in particular. Such courses were based on
the identified needs of employers of labour including the Benue
State Civil Service, Local Governments, parastatals and private
organisations. In the various programmes offered between 1978 and
1980, the College had produced over 162 well-trained and qual’ led
Asgigtant Executive Officers in accounts, audit and general
administration. It has alsc produced supervisors and asgistant
officers. Those courses of fered between 1978 and 1980 were gegighed
to help in upgrading, up-dating and refining the participants'’
skill and knowledge. Unfortunately, the courses have since July

1980 been suspended owing mainly to shortage of ataff.16

15. Acting Rector'e Speech on the occasion of the visit of the Benue
State Commissioner of Education to MUCAST on November 19, 1979.

16. DI'. S. mmde-xur 22. E&.



-3?-
The "Padic Courses" have also been phaased out completely since
1980 so that more emphasis could be placed on the training of the

much~needed middle level manpower,

D. ORGANISATICNAL STRUCTURE OF THE COLLEGE

MUCAST is struotured along functional lines, namely, College
Council, the Reotor, thirteen departments comprising eigh% academic
departments and five non-academic or service departments., Table 3

shows the diagram of the structure of the Institution. !

The College Council, which 1s the highest authurity, assumes
the general management of the affairs of the College, particularly,

the control of the College expenditure and property.18

The Benue State BEdict Number 13, of 1976, otherwise called MUCAST
Edict, stipulates that while the first Rector of the College should
be appointed by the Governor-in~Council, all subsequent Rectors
should be direcetly appointed by the Council. The Registrar and all
other heads of departments are alsoc directly appointed by the

Council.

All other senior academic and non-academic staff are appointed by
the Council on the recommendation of the Senior Staff Appointment,'
Promotion, Disciplinary and Appeals Committee (APDAC). The Council
has the final say in matters relating to the discipline of senios

staff members of the Institution.'’

17. MUCAST Prospectus 1980/81 op. cit. F. 12

18. Section 12 of Benue State Edict Number 13 of 1976
19. Ibid.
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TABLE 3

ORGANISATIONAL STRUCTURE OF THE MURTALA COLLEGE

OF ARTS, SCIENCE AND TECHNOLOGY, MAKURDI

COLLEGE COUNCIL

RECTOR

HEADS OF
ACADEMIC

DEPTS.

BURSAR

RECISTRAR LIBRARIAN

HEADS OF
CTHER
SERVICE
DEPTS. E.G.
DIRECTCHS
OF WORKS &
HEALTH
SERVICES

SO0UKRCE:

PLANNING AND DEVELOPMENT DIVISION,

REGISTRY DEPARTMENT, MUCAST, MAKURDI
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The College Ccuncil does nct normally interfere in the day to

day administration of the Institution.20

Apart from the APDAC, the Council has a mumber of committees
which help it to accomplish its various functions. These committees
include the Finance and General Purposes Committee (F 4 GPC) and the
Tenders Board. Perhaps, the most important of them is the former.
This body, like i{ts counterparts in Nigerian universities,m is
charged with the responsibility of managing any urgent affairs of the
Ingtitution. Specifically, its functions include exercising control
over the property, revenue and expenditure of the @llege, deal with
on behalf of Council, any matter requiring decisions in the intervals

2
between Council meetings.2

MUCAST has had two councils since ite was established in 1976,
The first existed during the military administration. And it
consisted of a Chairman and four members drawn from various Nigerian
universities, The second Council which was formed in November 1979
after Nigeria had returned to civil rule congists of a Chairman and
three members. Eoth the chairman and members of the Council are
politiecal appointees.23 It is important to note that both the first
council and the present one have ex-officio members comprising the
Rector of the Institution and Permanent Secretaries in the State

Ministries of Works and Transport, Education, Finance and Eoc

20. Dr. 5, Anande-Kur op. cit.

21. Nduka Okafor: The Develoﬁgggt of Universities in Nigeria,
Longman London 1971, P. 1062

22. Benue State Edict Number 13, op. cit.

23. Personal Observation.
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Planning. Y“hen iscues regerding appointments and promotions are to
be discussed the Permanent Secretary Establishment Matters is o

oo—opted.zh

The Reector is the Chief Executive and Administrative Officer of
the College. He is responsible to the Council for promoting the

2
efficiency and discipline of the College, 5

The Rector presides over several college administrative
committee meetings. These committees include Minor Works, Academic
Board, Junior Staff Appointment, Promotion, Disciplinary and Appeals
Comnittee, Hector's Budget Committee and Congregation.26 He is also
ex-officio member of all the Council committees and a member of the

Council of Heads of Technological Institutions (COHEADS) in Nigeria.”Y

The first Rector of the College was a high ranking Education
Officer seconded to the Institutdon. He has since 1978 been transferred
back to the State Civil Service, first as permanent gecretary and
later made the State.B Head of Service. Since his transfer, the
College has been without a substantive Raetor.28 In fact, following
the recommendations of a Judicial Board of Inquiry set up to identify
the causes of student crises in the College in February 1981, the
Government of Benue State has decided that “subsequent Rectors of the
College should not come from the present sgtaff of MUCAST as we think

that this will not give effectiveness to the administration of th.

24, Benue State Edict Number 13, op. cit

25. Ibid.

26, MUCAST File R/MCT/19 "Calendar of Events 1979/80 academic year".
27. Dr, S, Anande-Kur op. cit.

28. Fersonal observation.



-%‘
29
Institution," The highest paid officer in the college is t

30 :
Rector. With the Government's decision thrat subsequent Eeotors
of the college should come from outside the staff of the Ingtitution,
there is no hope for any of the present staff narning a salary

Grade Level 16 (in the College) which ig the salary of the Rector.

The Registrar is the head of the Registry Department. This
Department consists of four main divisions, namely, Academic,
Student Affaire, Establishment, and Planning and Development.

The Registrar is responsible to the Rector for the implementation
of the decisions of Council or other committees and for
administrative matters regerding staff appointments, leave,
houeging, processing of student records and student welfare
mztters. The Registrar is the Secretary of the College Council,
He is also a member of all the administrative commitiees of the

Institution.31

The Bursar heads the Bursary Department. He is the Chief
Financial Officer of the College. He is responsible to the Hector
of the college for the day to day administration of the financial

affairs ‘of the College.>*

29. Government Views and Decisions on the Report of the Board of
Inquiry into the Students Disturbances of the 3rd and "
February 1981 at MUCAST, Makurdi (Government Printer,
Makurdi September, 1981) P.3

30. See Appendix 'B!

31. MUCAST File R/MC/1/02 Schedule of Duty of MUCAST Heads of
Departments.

32, Ibid.



The Librarian is responeible to the Hector for the

administration of the College Library.33

The Director of Worke is responsible for the maintenance of +the
College buildings, minor works, vehicles and supervision of College
projects, while the Director of Health Services is in charge of

the Health Services Department.

The heads of academic departments are responsible for the
organisation , development and effective running of their
regpective departments. All heads of departments are also responsible
to the Ractor.3h

E. ACADEMIC AND NON-ACADEMIC STAFF

The senior staff members of the College are divided into two
broad classes, namely, the academic staff and the non-academic

staff.35

The academic staff are simply the teaching staff. Their ranks
range from instructors and assistant lecturers to senior principal
lecturers. To be eligible for lecturership posts, a candidate must
have a gocd bachelor degree or higher degrees depending on the
post. Instructors are usually holders of the Higher National
Diploma (HND). The Institution was forced to use HND holders as
teachers from the 1978/79 session when it could not get the nuw *

of graduate lecturers it required in departments such as Mechanical

33 . Ib; -

3. Ibid.
35. DI‘- S- .ﬂnande—l(ur 22. Sé.__t.-
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Civil and Electrical/Electronice, Catering and Hotel Hanagament.36

The non-academic staff, on the other hand, are the non-teaching
staff. They include administrative officers, executive office...,
accountants, doctors and nurses, librarians, and engineers in the
Egtate Department of the College.37 fpart from nurses, technical
gnd executive officers, the rest of the non-academic staff are

usually university graduates with first or higher dagreee.38

F. CONDITIONS OF SERVICE

The Regulations governing the conditiong of service of the senior
gtaff of MUCAST were issued by the Council of the Institution shortly
after the promlgation of the Benue State Edict Mumber 13, under which
MUCAST legally came into existence. In this section, it will be
appropriate to discuss some important aspects of the conditions of
serviee, namelys; appointmwents, promotions, salaries, and fringe

benefits.

(1)  Appointments
All vacancies other than those to be filled by promotion or

interdepartmental transfer are normally advertiaed.39

Advertising, as Chruden and Sherman have rightly noted, has

the advantage of permitting a large audience to be reached
Lo

and of providing another possible source of applicants.

36. Ibid.
37 . Ibid .
38, Personal Observation

39. MUCAST Regulations governing Conditions of Service Seection II, F.2

40. H.J. Chruden and A.W. Sherman: Personnel Man , (Third
Fdition, Cincinnati South=Western Publishing %orp. %hc. 1968) F.116
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To be oligibls for sppointment in MUCAST, a candidate st
possess such minimbim qualifications and experience as the
College Council may determine.h1

Interviews for appointment are usually conducted by the
Senjor Staff Selection Committee (SSSC) comprising all Heads
of departments, with the Hector as the Chairman. Al]
appointments made by the (S85C) are subjeet to ratification

by the AFDAC .h2
MUCAST offers two types of appointments, namely,

temure appointment and contract appttm:l!:d:lnen‘iz.h3

(1i) Promotion

A1l promotions normally take effect from October 1, eaeh .1;13&»;1-..]“‘JJ
It is stipulated in the Regulations Governing conditions of
service that no member of staff should be considered for

promotion except upon recommendation by his Head of Department.hs

Initially, the policy was that recommendations for promotion
of a staff member should not be considered until at least one
year had elapsed since the date of his appointment or his last
prtmc:ticm..h6 That policy was however reviewed early in

October 1981 by the AFDAC. The present policy is that no officer

L1,
Lh2.
L3.

Lle
L5.
LE.

MUCAST Regulations gp. cit. P, 2
Fergonel observation as one time secretary to the two com “++~~~
MUCAST Regulations op. cit. pp 3=k

Personal obgervation
MUCAST Regulations ops cit. P. 5

Ibid. P. 6
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should be considered for promotion until at least fifteen
months have elapsed since the date of his appointment or
last promotion, as is the practice in the Benue State

Civil Service.hT

Even though the AFPDAC has reviewed the policy, the
effective date of promotion, which is October 01, each year,
has not been changed. The implication of this is that if an
of ficer of the College is promoted in a given yn;r, he camnot

get another promotion fifteen months after but two years later.

Between 1976/77 and 1979/80 academic years, two promotion
exercises were carried out. Ome in October 1979 and the other

in October 1980 .hB

The policy of the College is that merit should be the
criterion for promotion.hg But in practice, the overriding
consideration has been seniority. For instance, in the 1979
promotion exercise, three academic staff who joined the service
of MUCAST in the year the institution was eatablished, and who
obtained their first degrees in 1970 or before that date, and in
addition have higher degrees were promoted Primcipal Lecturers
on palary grade level 1li. Their non-academic oolleagues who

obtained similar qualifications around the same time were also

L7.

L8.
L9 .

MUCAST file R/MCT/COM/16 P. 95. Minutes of the APDAC. The
APDAC consists of two Council members, Permanent Secretaries
of Ministries of Education, Pinance and Works and Transport.
The Permanent Secretary of Administration is usually co~opted.
The Rector is an ex-officio member.

Personal observation.

MUCAST Regulations op. cit. P, 6
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promoted to equivalent posts. All staff members whe obtained treir
firet degrees in 1971, 1972, and 1973 were also promoted to

levels 13, 12 and 10 poste respectively. Six members of staff

in the executive and technical cadres were also promoted to

various ranks ranging from Higher fxecutive Officer, Higher

Stores Officer and Higher Technical Officer to Senicr Executive

Officer, Senior Stores Officer to Senior Technical Officer

depending on the time each of them obtained his or her

educational and professional qualifications, and how long he

or she had been in the service of the Institution.so

In the October 1980 promotion exercise also, all staff of
MUCAST who obtained their first degrees in 1974 were promoted to
grade level 12 posts while 6 others who graduated in 1975 were
promoted to grade level 10 posts along with 16 others who

obtained their firat degrees in 1976.51

As P.C. Daudu has pointed out, one dilatory procedure in
the Nigerian public service generally, has been a state of
affairs in which promotiong are based on seniority and other

52

considerations rather than on merit or accomplishments.

50.
51.
52.

MUCAST file R/MCT/COM/16 op. cit. pp 96-97

P.C. Daudut "Plan Implementation: Administrative Constraints”
in A, Fadahunsij Planning and Plan Implementation:

Proceedings of a Semingr held at llorin, Kwara State from
ruguet 9-13, 1970. (Centre for Social and Eccnomic Research
Ahmadu Bello University, Zaria) P. 35
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(111) Salary
There 1s a unified salary structure for staff of Nigerian
Polytechnics and Colleges of Teohnology.53

Sl

However, for reasons earlier stated,”  no staff of MUCAST

can be promoted beyond a rank attracting salary grade level 15.

Generally speaking, while a university graduate who enters
the gervice of a Nigerian university either an administrator or
an accountant or an engineer or an assistant lecturer can rise
to the rank of a registrar, a bursar, a director of works or a
professor respectively and earn grade level 16 or more, the
upward movement of a person who takes up appeintment in a
Nigerian technological institution grinds to a halt on reaehing
grade level 15 aalazy.ss Like Nigerian university personnel, a
eivil servant, be he a teacher, an accountant or an enginecer,
can with time, rise to the post of permanent secretary on grade
level 16 or 17.56

It is interesting to note that the Public Service Heview
Commission, popularly known as the Udoji Commission, reecongised

the fact that the quality of staff recruited by Nigerian

e

53.

Slis
554
564

See Public Service Review Heport on Gradings and Pay, Volume III
1972-Tl,, Appendices III=-3 pp. 316-333

&0 P. 39
Public Service Review Report on Gradings and Pay op. cit.
Government Views on the Report of the Public Service Review

Panel, September 1975 (Federal Ministry of Information,
Lagos, 1975) P. L
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pblyteohnica and colleges of technology was of the same

[~
standard as those employed in the univeraitiea.‘j

‘According to N.K. Adamolekun, one major reason why the
Udoji Commission established different salary structures for
university staff on the one hand, and staff of polytechnics
and colleges of technology on the other was that universities
award degrees while the latter do not.sa But as he rightly

contended:

"The fact that polytechnics do not award degrees does
not mean that intellectual work done in them is
uniformly lower than that in the universities. In
fact, the contents of some of the professional

courges in the polytechnics are of higher intellectual
order. For example, the B.Sc (Accounting) holder from
a university is exempted from only the first part of
A.C.C.A. and normally requires at least two her
years of study to attain the associateship.”

(iv) Fringe Benefits

Fringe bencfit packages for staff of MUCAST include death
gratuity equivalent to one year of a deceased officer's
terminal salary; pension and gratuity to be paid in accordance
with the rules and regulations made from time to time by the
Government and applicable to all public servants; vehicle loan

and housing acoommodation.60 Additionally, evcry staff of

57.
58,

59.
60.

Public Service Review Report Commission op. cit. P.259

N.K. Adamolekun, " Universities and Polytechnics" in
L. Adanolekun and A. Gboyega (ed): peading Issues in

Nigerian Pub};o Serviceg (University of Ife Press,
Ile=Ife 1979)}. P.110
Ibid. pp. 110-111

MUCAST Regulations ope cit. pp. 6, 12, and 20
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MUCAST was initially entitled to an annual leave of L5 days,
and a Ie;re grant of ®200, if married.61 But in compliance
with a Government directive, every senior staff who is

6
married now enjoys 30 days 4 anmial leave, and a leave grant of

%192 per annum, if married.63

Even though MUCAST authorities have providad the above
benefit packages, the staff have always demanded more bencfits
including welfare services. Hpecifically, they have demanded
that loans be granted to them to build their own houses and to
purchase colour television sets as obtains in the Benue Civil
Service. They have also requested that buses be provided to
carry their children to and back from schocl and that a sgtaff
club and a canteen be built on the campus for them as the
Berue State Government has done for its atai‘f.sh But those

65

requests have fallen on deaf cars.

As P.T. Paine and W. Naumes have written:

"When an organisation is unable to adjust to
opportunities and challenges in a rapidly
changing environment, a built-in provision

for self-criticism, for challenging present
policies and practices, for suditing the
environment and for rev&ging and reformulating
strategies, is needed.,"

61,
62.
63
6L,
65,
66.

Ibid,
See Appendix 'C!

See Appendix 'D!
R/MCT/CONG/15, pp. 20-22, 28
Ibvid. P, 50

F.T. Paine and W. Naumes: Organisational Strategy and Policy,
(Second Edition, W.B. Saunders Esmpany, Philadelphia,

London, Toronto, 1978) P. 58 .



= g =

G. SUMMARY AND CONCLUSION

This chapter has focused mainly on the location, history,
organisational framewcrk, scnicr staff conditions of service as well

as some personnel policies and practices of MUCAST.

We have seen that politicians and civil servants have been
included on the college council. This appears to be a welcome
development as their official position would probably ensure that
the government is constantly made aware of the major developments
within MUCAST. On the Bther hand, their presence would give the
Counecil first hand information about government intentions and
developments. This will help in preventing a situation where MUCAST
and the Benue State Covernment could unnecessarily be acting at

cross purposes owing to lack of communication.

However, it will be necessary for the Government to treat thosc
charged with the responsibility of implementing the policies of
MUCAST as responsible people with independent initiative to use their
judgement in matters peculiarly Qithin their competence. It is
equally necessary that there should be a few representatives of
universities and polytechnics on the council. Suoh representatives
of institutions of higher learning should be men versed in matters
concerning higher education. Their contributions are very likely

to be invaluable to the Council.

Having described MUCAST in the foregoing pages, the next chapter
will be devoted to a more detailed presentation of findings

regarding manpower problems facing the Ingtitution.
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CHAPTER FOUR

MANFOWER FROBLEMS IN MUCAST

A. INTRODUCTION

4s Chruden and Sherman have rightly pointed out, an area of major
concern to the personnel manager is the availability of qualified
personnel for staffing his orgmnisation.? In this chapter, attention
will be focused mainly on the extent of manpower shortage im MUCAST,
In addition, attempt will be made to identify the major factcrs
responsible for the shortage. I'oth the academic and non-academic

starf situations will be treated.

B. ACADEMIC STAFF SITT.TION
The nine Heads of the :cademic Departments in MUCAST were asked

about the shortages of academic staff in their various Departments.
ind all of them responded that there are shorteges of zcademic staff

members.

The Heads of Departmcnts were further asked about the details
of the academic staff situation in their various Departments.

Table 4 overleaf shows their responses.

Table 4 reveals that vacancy rate was highest in the Civil
Engineering Department. The vacancy rate In that Department is 90
per cent. That department is followed by Fine and Applied Arts with
60 per cent vacancy rate. The Department of Agriculture has a
vacancy rate of $2,17 per cent. Each of the following departments
has a vacancy rate of 50 per cent: Business and Administrative
Studies, Mechanical Engineering, and Electrical and Electronic

Pngincering. Catcring and Hotel Mansgeument hes a vacancy rate of

1. H.J. Chrvden and A.\. Sherman: Personnel & ent,
ope cit. P. 729






