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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
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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
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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.



- 12 =

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
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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.
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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.



- 28 -

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&.
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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.
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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 .
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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.



- 46 -

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
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TABLE

ACADEMIC STAFF POSITION AND FORECLSTS UP T0 1984

Staff Actual Vacancy Ftrengh
DEPARTMENT Require- Strength Rates Required

ments % by 198L
Civil Engineering 10 1 50 12
Fine & Applied Arts 10 L 60 12
Agriculture 23 1 52.17 25
Businces & Admin.
Studies 20 10 50 25
Mechanical Eng. 10 s 50 12
Eleotrical/Flectronic
Engineering 10 5 50 12
Catering & Hotel
Management 13 8 38.46 18
General Studies 15 10 33.33 35
Science Tech. 33 22 33.33 35

141 76 165

= = ==== ===Ll=u==== —==== = ===

PERSONAL INTERVIEW WITH HEADS OF ACADEMIC

STAFF LISTS FOR 1979/80 AND 1980/81

SOURCES: (1)
DEPARTMENTS .
(i1)
SESSIONS
(i1i)

MUCAST FILE NO. R/MCT/GEN/19
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38.6 per cent; while the Department of General Studies and Science

Technology have vacancy rates of 50 per cent each.

Table 5 shows the distribution of vacancies by rank. Most of
the vacancies shown in Table 5 have been advertised twice or more
annually since 19?7,2 but the responses have been very poor, as can
be seen in Table 8. Out of 68 teaching staff vacancies shown in

Table 5, 22 per cent are lecturers grade one, 19 per cent are

Senior’ Lecturers ..3

Unless academic staff are available in adequate numbers in an
institution like MUCAST, where student population has been increasing
year by yaar,h it may be difficult for it to maintain an ideal teacher-~
student ratio which is necessary for effective teaching. The WUnited
Nationg Educational Scientific and Cultural Organisation (UNESCO)

conference on Development of Higher Education recommended that

teacher-student ratioc in technological institutions should be 1:20.5

Table 6 shows that teacher-student ratios in MUCAST are far from
the recommended figures, The ratios in MUCAST range from 1:27 in

Catering and Hotel Management to 1:250 in Engligh Language.

2. Detgils of the advertisement can be found in MUCAST file
R/MCT/GEN/19.

3. See Appendix 'D' for the subject areas in which academic staff
are needed.

ds Personsl observation

5. The Development of Higher Education in Africa (UNESCO, 1963) P, 71
Recommendations 16. Quoted from T.M. Yesufu (ed): r

Problems and Economic Development in Nigeria. op. cit. %. 125
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TAHLE S

DISTRIEYPION OF EXISTING TEACHING STAFF VACANCIES

IN THE VARIOUS ACADEMIC DEPARTMENTS OF MUCAST BY RANK

RANK
. r_"\‘ ""*: ‘-: L_; <3
oﬁ - z bed g B L; ':; ;J
_ ful gl s 15y |y l881€55
DEPART.LENT 4B g8 gg Elals|:Eladt
wwef [+ 'E + + (3] I'. [¥
ftol Ao o o 0 o |[uale o=
3.3 tf 3 3 .3 3 At 3 28|85 4
Agriculture - - 3 3 2 2 2 12
Buginess & Admin Studiee - 1 2 2 3 - 10
Fine & Applied Arts - - - 1 2 - 1 L
General Studies - - 1 1 1 2 - )
Electrical/Electronic Fng. 1 1 2 - 1 - |-
Mechanical Engineering 1 1 1 1 1 - - 5
Civil Engineering 1 1 1 2 2 1 2 10
Science Technology 1 - 1 5 2 2 - 11
Catering & Hotel Management - 1 1 - - 1 2 5
Total Number of Vacancies
by Rank L 5 12 |15 1311117
Grand Total of Academic
Vacancies 67
e I S R Sy S e S S e SR S e — —

SOURCES:

(i)
(ii)

MUCAST PILE NO. R/MCT/GEN/19

MUCAST FILE NO R/MCT/GEN/23

(1i1i) PERSONAL INTERVIFW WITH HEADS OF DEPARTIMENTS.



TABLE 6

TEACHER-STUD, RATIO IN BELECTED COURSES OFFERED

IN MUCAST 1980/81 ACADEMIC SESSION -

. RATIC
i - ]

Secrctarial Studies 1 3 200 1166
Accounting 2 120 1160
Marketingz 2 108 1:54
Business Administration p 8l 1:h2
Mathematics I 600 132150
Fneglieh Language 2 500 131250
Biolopy . 2 150 1:7%
Chemistry " 150 1137
Fhysics L 150 1337
Animal Science 1 18 1:48
Farm Management 2 80 1340
Flectronics & Communicatims . 2 120 1360
Airconditioning &
Refrigeration 1 L3 1:43
Cat.ering & Hotel Mgmt. 8 300 13127
Sculpture 1 50 1:50
Mechanical Engineering 5 200 1240
Civil Engineering 1 200 12200

SOURCE: - -PLANNING & DEVELOPMENT DIVISION, REGISTRY DEPARTMENT
MUCAST, MAKURDI
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Coming to teaching load, table 7 shows a comparative analysis
of the minimum teaching load in MUCAST and some other comparabla

institutions in Nigeria.

TABLE 7

PROPORTION OF TEACHING DONE BY A LECTURER IN
SELECTED NIGERIAN TOCHNOLOGICAL INSTITUTIONS

S/NO. INSTITUZ. TN ! MINIMOM CONTACT HOURS PER WEEK
Te MUCAST, Makurdi 18
2. College of Technology,
Calabar 18
3. Collere of Technology,
YTaba 16
L. Kaduna Polytechnic 16
5- IaM-Ta &]ugu 114
6. Plateau Polytechnic,
Barakin Ladi 14

SOURCE: NATIONAL BOARD FOR TECHNICAL EDUCATION, KADUNA
1979/80 REFORT.

Table 7 also shows that lecturers in MUCAST and the Collere of
Technology, Calabar have the heaviest teaching load. The Udoji
Commission had observed that academic staff of Nigerian polytechnics
and colleges of technology generally were faced with the problem

of teaching overload.6

6. Quoted in L. Adamclekan and A, Gboyera (ed): Le Issues
Nigerian Public Service (University of Ife Press, Tle-1ife 1979; P.112
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If teaching overload is partly as a vesult of non-availability
of adequate trained personnel, as N.K. Adamolekun has pointed ﬂut.?
then comparatively speaking, Table 7 further reveals that MUCALST
is actually facing acute shortawe of academic staff. The consequences
of the shortage of teaching personncl are likely to be serious, as
can be seen from the information supplied in Table 8 by Heads of
Departments.

TABLE 8
WHAT ARE THE EFFECTS OF ACADEMIC STAFF
SHORTAGE IN MUCAST?
Effects of Staff Shortage No. of Percentape
Respondents
as, Unable to introduce
new courses 9 100
b. Working overload 9 100
c. Soretimeg unable to
releage gtaff for
further training T T1.77
d, Lack of time to engage
in research 6 66 .66
¢, Discontimed some
courses earlier offered 1 10

SOURCE; PERSONAL INTERVIEW WITH HEADS OF ACADEMIC DEPARTMENTS

Table 8 also shows that owing to staff shortage, all the
departmenta were unable to introduce new courses. Working overloao
was also experienced in all the Departments. Seventy-seven per cent
of the Departments were unable to release their staff for further

training. Sixty-six per cent of the departments could not engare in

7. Ibid
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research, while 10 per cent of the Departments were forced to

diascontinue some courses they had earlier offered.

have been shortage of academic staff in MUCAST,

C. REASONS FOR ACADEMIC STAFF SHORT.LCE IN MUCAST

The Heads of Academic Departments were asked to state why there

furnishes the answer.

Table 9 below

Reasons for Academic
Staff Bhortape

| Noo of

Respondents

- Parcentage

1.

3.

lis

Se

Lack of qualified personnel
in Nigeria penerally

Unattractive conditions of service
e+.£. low salary ceiling for
MUCAST gtaff

MUCAST not allowed to embark on
overseas recruitment tour

Manpower drain from MUCAST to
other organisaticns

The College does not open ite
doors wide to well qualified non=
indigenes of Benue State wishing to
work in the institution.

Slow recruitment process resulting
in loss of qualified persons to
other employers who are faster in
their recruitment process.

100

100

86.88

33.33

33433

SOURCE: PERSONAL INTERVIEW WITH HEADS OF ACADEMIC DEPARTMENTS
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TABLE 10

STAFF VACANCIES,

NUMBER OF gém
APPLICATIONS RECE

, OFFERS MADE AND ACCEPTANCES

&
~ O a s = o E‘:
ESIREIES €8 1&3
v W ~ m]® p g 8 8
~ (g ~ W ~ o o o
A CANC R A A AN 1
—'_
1. No. of vacant post
advertised Lé BO 80 75 65
2. Applications received 50 56 61 L5 38
3. Candidates invited for not
interview LE LS 51 L5 available
Le No. of candidates who
attended interview LO L1 L8 Lo -d0o=-
5. No. of offers made 32 18 L5 3, ~do=
6« No of acceptances 15 21 18 23 -do=

SOURCE: (i) MUCAST FILE NO. R/MCT/GEN/19
/1., MUCAST FILE NO. R/MCT/COM/03
(1ii) COLLEGE NEWS BULLETIN
(iv) MUCAST FILE NO. R/MCT/GEN/23
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MUCAST has been competing with other employers in both the
public ang¢ p-ivate sectorg for the acquisition of qualified manpower.
Tnig general shortase of qualified manpower mainly explains the very
law level of rosponse to advertisements made by MUCAST in several

newspapers, ralio and televigion.

In addition, Table 10 actually shows that there has been very

poor response to MUCAST advertisements.

. Apart frbm pooT Tesponses, Table 10 alsc reveala that lesé than
half of the applicantis who were offered appointment accepted them. In
fact, out of 149 candidates who were offered appointment from the
1976/77 academic session to the 1979/80 academic year, only 7% or
51.6 prT cent accepted the offer. The reasons for the poor acceptances
are n.t far to seck. In the firet place, some of the candidates found
out during the interview that the conditionas of service are not

accept :ble to them.9

fs PJE.O. Towe had also observed, Nigerians prefer working in the
Civil Service, the universities and in the industries than to work in
polytechnics and colleges of teshnology in Nigeris becamse of the poor

conditions of service in the 1atter.10

8. M.A. Audu op. git.

9. U.A. Audu, Registrar, MUCAST, Makurdi. Interviewed on why most o
candlidates interviewed and offered appointmunt usuzlly refuse to
take up their appointments.

10 P.E.0. Towe, Ar. Executive Secretnry, Naticnml Board for Technical
Education, "Remove us from the wnified salary structure,
submissions before the Onosode Panel", New Nigerian, fueust 1981
pp. 1=2
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In Table 9, 88,88 per cent of the respondents attributed the
gshortage of non-academic staff in MUCAST partly to the refusa. ~*
the Benue State Government to grant the authorities of the
institution permission to go abroad to recruit the mueh-neecded
manpower. My investigations revealed that it was only on one
occagion in 1979 that the college authorities were allowed by the
8tate Government to go to Chana and reeruit teachere for the Catering
and Hotel Mansgement and Engineering Departments. The recruitment
tour of Ghana was very successful in that 12 Ghanaian nationals were

recruited for the two departmenta.11

The reluctance of the Henue State Government to grant MUCAST
authorities permission to go abroad, particularly, Burope, America
and Asia to recruit academic staff is due to the fact that overseas

recruitment tours are usually very expenaive.12

The manpower situation in MUCAST has been aggravated dy the
movement of staff from the Institution to other organisations,
particularly after the decision to transfer the Institution to
Ugbokolo was taken. Table 11 shows the academic turnover rate in
MUCAST. As '*.. o¢ veen later, the major factors responsible for the
turnover were unattractiveness of conditions ¢f service, and lately,
the unpopularity of the government decision to transfer MUCAST to

Ugbokolo.

For instance, in a letter of resigmation to the College

authorities, a Senior Lecturer in the Department of Science Technology

11. Dr. S. Anande-Kur gp. git
12. Dr. (Mrs) Amako op. cit.



gaid inter alia:

"As an individual, the movement of MUCASP
to Ugbokolo is not convenient when I take
into consideration a number of things such
as lack of pipe-borne water, electricity,
nurgery schools for gtaff children, absence
of branch offices of grﬂﬂniaations in which
my wife is working."1

Table 10 further reveals that one contributary factor responsible
for manpower shortage in MUCAST is the recruitment pattern of the
Institution. For instance, in the 1979/80 academic year, three non=-
indigenes who were found appointable as Assistant Lecturers in the
Department of Agriculture by the interviewing Panel were denied
appointment by the AFDAC on the grounds that the Department already had
up to six non—indiﬂenbusuteachingagtaff,ﬂ*Fbr a gimilar reason, a
corresponding number of non=indigenous candidates at the same time
were denied appointment in the Department of Science Technology.

This shows that the method of recruitment is diseriminatory. As

shown in Table 9, shortage of teaching staff in MUCAST is also partly
attributable to the slow manner in which recruitment of manpower was
done by the authorities of the Institution. The trend in MUCAST since
1979 is that candidates are usually interviewed by a Selection
committee around June. Candidates found appointable by the Committee
are not normally issued appointment letters until around October

when the APDAC meets to approve their appointments. By the time
appointment letters are received by the successful candidates, many
of them have secured appointment elsewhere. This has been the

experience of MUCAST particularly with fresh graduates who are about

- —p—r— v—
\ : ok L . : = il 1

13. MUCAST File MC/PF/121 P. 93
14,  MUCAST File R/¥C/COM/03.Council Minutes P. 203
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to eomplete their ~ational Youth Service Corps aseignment at the
16

time of such interviews.
Before concluding this section, it will be appropriate to
examine the causes of staff turnover in MUCAST aince turnover of staff

has immensely cont:ibuted to the deteriorating menpower situatiecwn
in the inetitutior.

Teble fi below shows thnt 17 apademie staff members have sivee
the inception of MUCAST in 1976 moved away from the Institution. The
table reveals that a total of six academlc departments, out of nine,
had experienced turmover. In addition, the table also shows that

turnover was highest in the 1980/81 acadesmio session.

TABLE 11

TISTRIBUTION OF ACADEMIC STQ! zgm!!
IN MUCAST BY DE?I‘;HT!'MS

=g |®g - g v g
EAYY R | TR | *4 o8 |IREE
1. General Studies - - 3 1 3 7
2., Science Technology - - 1 - 3 L
3., Business & Admin. Studies - ~ - 1 2 3
L. Agriculture - 1 - - - 1
5. Fine & Applied Arts - - - - 1 1
6o Mechanical Engineering - - 1 - - 1
7. Civil Engineering - - < - A o
8. Electrical Bagineering - - - - - 4
9, Catering & Hotel Mgm*, - - - - - 3
. Total turnover by academic
year - 1 5 2 9
Tarnover since 1976 17

16. M.A. Audu gp. cit.

" SOURCE: BST.BLISHMENT DIVISIQR, REGISTRY DEPARTMENT, MUCAST, MAKTADE..
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Reasons glven by the past academie staff of MUCAST for leaving

the service of the Institution are explained by Table 12 below.

TABLE 12
Very Not

S.No. Statement Importint Inportant | Important
£ Low salary bar 12 (100%) 0 (0%) 0 (o%)
2. Transfer of MUCAST

to Ugbokolo B (66.66%) | 1 (8.33%) 3 (25%)
3. Non-granting of housing °

loan to MUCAST staff 6 (50%) 3 (25%) 3
L. Hatred of promotion

policy based on b

geniority rather

than merit 5 (L1.66%) | 1 (8.33%) 6 (505
Se Lack of a staff

elub and canteen L (33.3%) | 6 (50%) 2 (16.66%)
6. Reduetion of seni.:

staff leave grant

from 8200 to ¥192, and

leave duration from .

L5 to 30 days o (o%) 5 (L1.66%) 7 (58.33%)
Ts Poor administration o (0%) 0 (o%) 12 (100%)

SOURCE: PERSONAL INTERVIEW WITH PAST ACADEMIC STAFF OF MUCAST.

Table 12 shows that apart from the unpopularity of the decision

of Government to move MUCAST to Ugbokolo, all other reasons given

for leaving the service of the Institution centred around poor

conditions of service.
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Tt is interesting to note that S50 per cent of the respondents
who considere« . w salary ceiling of Polytechnic staff as an
important reason for leaving MUCAST service were people who either

hed slveedy reschied their salary dar or were ahout fo reach, fti'7

Equally interesting o note is that 8 of those who left the
institution during the 1980/81 seesion ccnsidered the transfer of

MUCAST 4o Ugbckolo as an important reason for leaving MUCLST.

Furthermorc, 50 per ecent of the respondents did not consider
hatred of promotion policy based primarily on seniority as am

important reason.

From my observation, 35 per sent ol the past acacemic staff of
MUCAST are now working in the Benue State Civil Service. Also, 35
per cent have joined the newly established Federal Universitiy of
Technology, Makurdi. Likewise, 17.6 per cent joincl politice

while only 2 persons are in the private sector.

The interview the r jearcher had with 26 of the present academiec
staff of MUCAST revealed that if they had the opportunity, they would
Bave left MUCAST. All the 26 persons interviewed considered low
galary bar and the transfer cf MUCAST to Ugbckolo as very important
reasons for their anxiety %o seek employment elsewhere. Fifty per
cent of them considered non-granting of housing loan to staff as a
very important factor. Furthermore, 76.92 per cent considare& thair
hatred of promotion practice based on seniority rather than merit ae

important. Again, 57 per cent considered lack of a staff canteen and

17. They are as follows: 2 Senior Prinecipsl Lecturers, 1 Principal
Lecturer and 3 Senior lecturers = Fersonal observation.
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and a club, reduction of annual leave grant from 3200 to ¥192,
and a reductic: »f the duration of annual leave from L5 days to

30 days as other important reasons why they would like to terminate

]

their appointment with MUCLST.

D. NONeiCADEMIC STAFF

As noted in the previcus chapter, there are five non-academie
Departments in MUCAST, namely; the Registry, Bursary, Library Estate
and “ealth Services. These departments are normally menned by
administrators, accountants and auditors, librarians, engineers

and medical personnel respe:tively.

The heads of departments were interviewed on whether or not
shortage of academic staff had been experienced since their various
departments were established. They all responé.-d yes, and the degree

of the shortage is ghown in Table 13.

Table 13 further shows that vacancy rates in the noneacademic

departments ranged from 3.8 per cent to 75 per cent.

The distribution of senior non-academie staff vacancies by
rank is ghown in Table 1. Some of the posts have been advertised

more than ten times since 1977.

The College has been without a Doctor and a Librarian since the
original Doctor and Librarian resigned in 1978, Sinece the Bursar
transferred his service to a Nigerian university in August 1980, the
College has not been able to fill the position. The post of
Director of ®state has not been filled since the original holder of
thet post left the service of the college in 1979. Apart from the

Registry and the Library, there is no single graduate working in the
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T/BLE 13

s/No. Staff Aotual Vacancy | Staff
DEPARTMENT Requirement Suwrength| Rate ?; hi:ud

1. Estate 8 2 75% 10

2 Health Serviees T 2 T1.1% 10

3. Library 9 L 55 «5% 12

L. Bursary 10 5 50% 12

e Registry 21 16 23.8% 23

SOURCESs MUCAST STAFF LIST JOUNE 4984
2. MUCAST ADVERTISMENT FILE R/MCT/GEN/19 VOLS. 1 & 2
TAELE 1
DISTRIBUTION OF NON-ACADEMIC STAIT VACANCIES DY RANK

5/No DEPARTMENT VACuNCIES

; Egtate | 1 Director of Works and 5 Engineers (1 Civil,
2 Electrical and 2 Mechanical) of various
grades,

2. Health Services 1 Medical Doector, 2 Nurses and 2 Midwives

3. Library 1 Librarian, 1 Assistant Chief Librarien,
1 Principal Librarian and 2 Librarian Grade II

e Bursary 1 Bursar, 3 Accountants and 1 Auditor

S. Registry 1 Deputy Registrar, 2 Assistant Registrars
and 2 Administrative Officers Grade II

SOURCE: MUCAST ADVERTISEMENT FILE R/MCT/GEN/19 pp. 15-18, 23-26,
29-32i 36"38s 1&5"148
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rest of the non-academic dapartmsnta.TB

A1l the five Heads of the ncn-academie departments said $hat
as a result of staff shortage, staff under them have haé heavy

workloady and many have boen requested to gefer their annugl

leave.

Investigations and interview revealed that several senior non-
academic staff who have been in the service of the Institution for
four to five years now have had their annual leave deferred year
after year with the result that by the 1980/81 academic yesr, some
of them have accumulated leave ranging from 60 to 105 days.
Deferment of annual leave, according to A.L. Adu is bad., As he
has pointed out,

"It is now recognised as a fundaumental prineiple
that public officers should, both for rest and
recuperation, and alsc from the point of efficiency
of the public service be required to take a break
Irom duty every now and then .... It is desirable

that vacation leave should be taken every year 4
and not be accurmlated from one year to another.” ?

E. REASONS FOR NON-ACADEMIC ST.FF SHORTAGE IN MUCAST

The five Heads of the non-academic departments were asked about
what they thousht were the reasons for the shortage of administrators,
accountants, librarians, engineers and medical personnel in the

institution. Table 15 shows their personal views.

18. M.A. Audu op. cit. and personal observation

19. A.L. Adut The Civil Service Commonwealth Africa (George Allen
and Unwin Ltd., 1969) P. 78
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TABLE 15

REASONS FOR SHORTAGE OF SENICR NON-ACADEMIC STAFF IN MUCAST

-—

s/M.

REASONS FOR SHORTAGE

NO. OF
RESFONDENTS

PERCENTACE OF
RESFONDENTS

Lack of qualified manpower
in Nigeria

100

2.

Unattractive condition of
gervice particularly low
salary ceiling of staff
of collepes of technology

100

3.

Manpower drain from MUCAST
partly as a result of poor
scaditions of service and
partly es a result of hatred
by staff of the decision to
move MUCAST to = rural area.

100

e

Refusal of the collepe
authorities to fill
certain posts wlth non-
indigenes.

Refusal of the Benue

State Government to permit
MUCAST amthorities to go
abroad and reeruit staff,

SOURCE;

PERSONAL INTERVIEW WITH HEADS OF NON-..CADEMIC DEPARTMEN



response to advertisement for vacancies has been very poor.

Table 16 below shows that, as in the case of academic staff,

NUMBER OF NON-ACADEMIC STAFF VACANCIES,

-

TABLE 16

APILICATIONS RECEIVED, OFFFRS MADE AND ACCEFPTANCES

~ g @ 7 o 8 =1 v 2
EE[(EE |BE |28 |83
O w - W W o oNn W 8 w
~ M~ o ~ o ~ o D @
>3 |o& |24 |28 |24
1% No, of vacancies
advertised r 25 21 19 20
25 applications
rggeived L6 22 18 22 25
3 No. of candidates
interview: L1 15 8 1 18
L No. of candidates
who attended
interview 38 9 6 9 13
5. No. of offers made 3L 1 L 8 9
6. No. of acceptances 31 L L 8 Figures
not
availabl¢

SOURCES: (1)

MUCAST FILE R/MCT/GEN/19 ADVERTISFMENT

(ii) MUCAST FILE R/MCT/CON/03 MINUTES OF COUNCIL MEETING
(iii) COLLEGE NEWS BULLETIN
(iv) MUCAST FILE R/MCT/GEN/23 APDAC



recruited betvoca 1976 end 1980, 38 per cent have left MUCAST

gervice,

stafl, the highest turnover was recorded during the 71280/81

—“-

Table 17 below shows that out of 47 non-academic staff

academic session,

TABLE 1

DISTRIBUTION OF NON-ACADEMIC STAFF
TURNOVER _IN MUCAST BY DEPARTMEINTE

It further shows that, as in the case of the academie

s |25 |25 |28 |58
~ O ~ 3 ~ G
DEPARTMENT S = |28 |22 187 |8
o~ ~a - & S < a5 o
o8 N o8 A R |
1e Rﬁp'iﬂtry - e - 1 3 ‘
3. Bursary - - 1 2 |y
L. Estate - - 1 1 1 $
Se Health Services - 1 - - 2 | 3
]
i -
. [
Turnover per year 2 2 5 ¥% |
Turnover since 1976
=== =ET T =TT =TT ===-===== e

SOURCE:; ESTABLISHMENT DIVISION, REGISTRY DEPARTMENT
MUCAST, MAKURDI
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Altomether, 18 non-academic staff of MUCAST left the servioce

of the Institution,

0f the 18 past non-academic staff of MUCAST, 50 per cent are now
working in various universities in Niseria. Thirty-three per cent are
in thé Civil Service. 5.55 per cent jeined politios,zo while 2 were

dismissed for poor attitude to work.21

The reasons given by 10 of the past non-academic uta.ffz 2 for
leaving the service of the collere are prescnted in Table 16, while
-
table 19 shows what might force 24 of the present non-academic

staff out of the Institution.

Table 19 shows that there is a striking similarity in the reasons
#ven by the past academic and men-academic staff for leaviﬁg the
service of MUCAST. Similarly, the reasons given in Tzble 19 by the "
Present non-academic staff on why they will leave m:éasr service

are not any different fror those given by their academic colleapues,

Fe Y CONCLUSION

From the forepoing interview firndings, we have seen that IMUCAST
has been facing serious shortages of academic and non-academie sta’?.
In the academic department, there are vacancy rates ranging from 23.35
per cent to 90 per cent, while in the non-academic Departments, vacancy

rates ranged from 23.8 per cent to 75 per cent. The major reasen for

20, MUCAST File R/MCT/EST/52. Resisnation and Transfer of Serwvice, and
personal observation. .

21. NUCAST File K/MCT/EST/20 Senior Staff Disciplinary mat‘crs. 4
dismissed staff members were in the General Studies Dep-- ..c. .

22. Execluding the 2 staff who were dismigsed.
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TABLE 18

WHY SCME NON-—ACADEMIC STAFF LEFT THE SFERVICE OF MUCAST

VELY NOT

NO. STATEMENT IMPORT/NT IMPORTART IMPORTANT
1e Low salary bar 10 (100%) 0 (0%) 0 (05s)
2. Transfer of MUCAST

to Ugbokolo 6 (60%) 1 (10%) 3 (30n)
3. Non=-granting of

housine loan 6 (600:) 2 (20%) 2 (20%)
L. Hatred of promotion

based on seniority

rather than merit b (LO%) 3 (30%0 3 (30%)
5e Lack of a staff

centeen and club o (o%) 7 (70%0 3 (30%)
6. Reduction of senior

staff leave grant from

¥200 to ¥192, anc

leave duration from _

L5 to 30 days 0 (0%) 7 (70%) 3 (30%)
Poor administration 0 (o) o (o) o ()

SOURCE:

PERSONAL INTERVIEW WITH PaST NON-ACADEMIC ST..F



TABLE 19

WHY 24 OF THE FRESINT NON-ACADENMIC STAFT MLY LEAVE MUCAST SERVICE

VERY VERY
NQ. STATEMENT IMPORT.NT TMPORTANT IMPORTANT
1, Low salary bar 2l (100%) o (oK) o (oK)
2. Transfer of MUCAST
to Usrbokolo 18 (75%) L (16.6%) | 2 (8.30
3. Non=granting of
houeing loan to
MUCAST staff 15 (62.5%) | 5 (20.8%) | L (16.6%)
L. Reduction of merried '.
genior staff leave
grant from 200 to 192
and duration of leave
from 45 to 30 days 0 (ox) 1 (58.3%) | 10 (L1.6%)
Se Hatred of promotio-n
policy based on
seniority rather thon
merit (o} (Oﬁ") 12 (50}) 12 {50})
Fo Lack of a staff clut 0 (0%) 12 (500 12 (S08%)
and canteen
7 Poor administration 0 (o#) 0 (0%) o (o)

SOURCE:

NON-.CADEMIC STAFF

FERSONAL INTEHVIEW WITH 2L OF THE FRESENT
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the shortage of manpower in the Ingtitution is the inadequacy of
gqualified and skilled manpower in Nigeria, a country that has been
experiencing rapid economic prowth. MUCAST is competing with other
public enterprises and industries for hiphly skilled manpower.

This competition, in the face of a short supply of trained personnel
is undoubtedly the fundamental problem the new Institution has to
face. Another major factor is the unattractiveness of conditions of

gservice in MUCAST.

The refusal of the Benmue State Government to grant the
Institution permission to go abroad and recruit staff, and MUCAST
authorities' discriminatory recruitment practice are contributory

factors for the continuing staff shortage.

The manpower situation in the Institution has been exacerbated
by the movement of staff away to other places. There were two main
reagons for the movement. The first wad refated to the pecr conditione
of service. Like workers anywhere, MUCAST workers have their needs.
Abraham Maslow has olassified human needs into groups which form a
hierarchy of importance to the individual whe tend to i~reget about
the group once it ie satisfied. This implies that effective
motivation can only be possible by the group needs in the hierarchy

that require satisfaction. Starting from the lowest, the needs are:

(a) Physiologioal needs; hunger, thirst, shelter and sex.
(b) Safety needs; protection from danger and threat.

(e) Belongingmess and love needs; acceptance, identiy.cation
and affection.

(d) Esteem needs; success, self-respect and recognition, and

(e) Self actualisation needs; desire to be creative, ths
satisfaction of potentialities and self-falfilment.*>

23, @Quoted from P.W. Betts op. cit. p. 108
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In MUCAST, all the needa of the staff have not been
satisfieds To win recommition, to feel successful in life, the
staff want to earn high snlaries like their counterparts in
other sectors of the ccononmy. They alsc want to own hovses, and

have better frinre benefit packages,

As W.F. Glueck has pointed out, employees leave their jobs
when their needs are not being satisfied at their present plaee of
work and when an alternative job becomes avajlable whieh the

employees believe will satisfy their neadn.2h

Ags we have seen, some
MUCAST staff have moved to the Civil Service, the Universities and

other places which they think can satisfy all their needs,

The gecond reason was that the decisicn to transfer MUCAST to
Ugbokolo was not popular smong staff of the Institution. iAs a result,
many have left the Institution in protest. Their movement awny

from the collere has worsened the manpower situation.

As L.O. Obibuaku has cautioned, in making any changes, eare
should be taken not to disturb the group life of those affected.25
The sudden change of MUC/AST site from an urban centre to a rural

area meant disturbing the life of the staff,

Having discussed the problem of manpower shortage in MUCAST in
this chapter, attention will be focused on the evgluation of
government policies designed to remedy the problems of manpower

shortage in Nigeria,

24+ W.F. Glueck: Personnel: 4 Diagnostic Approach (Revised Edition,
Business Publication, Inc. Dallas Texas 1978) P. Tui1

25. Dr. L.0O. Obibuaku, Lecture entitled "The Role of Management in
Promoting Efficiency and Morale in FPublic Service", Olu Obodo
officual Document No. 8 of 1973, Ministry of Establishment,
Enugu, F, 138
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CHAFTER FIVE

EXISTING POLICIES DESIGNED TO
ARREST MANPOWER SHORTAGE

Lo INTRODUCTION

"Following the recom endations of = commiesion set up in 1961
by the Federal Government under the chairmanship of Sir Erie Ashby,
the N.E.C. approved the egtablishment >f a manpower development
agency for the purpose of assessing the country's manpower needs and
formmlating progremmes for manpower development throughout the
Federation on a edntinuing basis. The National Manpower Board cmeé into
existence in 1962 with its secretariat as part of the planning section
of the Federal Ministry of BEconomic Development. Under its terms of
reference, the Board's duties included the determination of the nation's
manpower needs in all occupations; formulating, for the ccnsideration
of the N.E.C. and the governments of the Federation, programmes for
manpower development through university expansion, training,
scholarships, fellowships and other facilities; and coordinating
the policies and activities of the Federal and Regional ministries
primerily concerned with manpower problems. In effect, the Board was
charged with the responsibility for finding solutions to the probleums
vosed by the manpower shortages in the form of unsatisfied manpower

requiremente. ....“1

The composition of the National Manpower Board is natiomal in
character. It includes representatives of the universities, the

Enployers' Association and Trade Unions. In addition, there are state

1. TFederal Republic of Nigeria. Second National Development Plan
ops cit. pp. 7-8
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units attached to State Ministriece of Economie Planning. These

units act as feedback agents to the Board.2

Since the establishment of the National Manpower Board, a number
of policies were desisned to solve the problem of manpower shortage.
The main purpose of this chapter is tc deseribe and analyse the major
policies and identify the probleme involved in the implementation of

those policies.

B. STRENGTHENING OF EXISTING EDUCATIONAL FACILITIES
LISHING NEW O

In order to meet the manpower needs of Nigeria's economy, one of
the cardinal policies of the Governments of Nigeris since
independence, has been to develop and expand education at all levels.
The measures taken by the Goverpmewts range from extension of existing

3

institutions tc establishing new ones.

With the expansion of existing institutione 2nd the establishment
of new ones, enrclment at all levels of Nigeria's educational system
has increased phenominally. For instance, total primary school
enrolment in Nigeria which stcod at 2.8 million in 1980 rose to about
3.1 million by 1968.h By 1973, the figures had reached L,746,808.

In percentase terms, enrolment incrensed by 64 per cent between 1961

5

and 1973.” For the period 1978/79 to 1980/81, it was expected that

2. This is personal obeervation from the Minutee of the Board.
3. Ibid. pp. 237=238
Le Ibid. p. 235

5. Ibvid. p. 237
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enrolment would increasec by a little over 3 million per snmum while
out=turn was to be aprroximately 1,200,000 per nnrum from 1979 tc

198116

During the same period, considerable expansion has been recorded
at post-primary level as well. For example, total enrolment in
secondary schools which was 195,000 in 1980 rose to about 215,000 in
1968.7 In 1973, it further rose to L48,904. In percentage terms,
aecond;ry school enrolment increased by 232 per cent between 1960

and 1973.8

With regard to higher edueation, notieeable expansion has also
‘taken place. Experience hos shown that a minber of institutions of
higher learning have been established in the ocountry, within the last
twenty years. In fact, there is no state in the Federation without
at least one .dvanced Teachers Collepe and a College of Technology or
Polytechnic. The number of universitiee srew from 2 in 1960
enrolling a total of 1,395 students, to 6 in 1973 enrolling about
23,175 students. In per centase terms, the figures represent
increases of 200 per cent respectively.g With the establishment of
more universities in the mid 1970's, and the cxpansion of the oldex
ones, university enrolment rose to abcut 31,5000 in 1975/76 and further
rose to L1,400 in the 1977/78 academic year, that is, at the averasze

annual increase of approximately 5,900 during the poriod.1°

6. Report of the Study of Manpower 1976=77 ope cit. P, 15
7. Second National Development Plan op. cit. p. 236

8. Third National Development Plan cp. eit. p 237

9. Ibid.

10 Report of the Study of Manpower op. git. p. 17
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Projected university enrolment and ocut—tum distribution 3
pattexrns for the period 1975=-80 Third National Development Plan

arc shown in Tables 20 and 21.

TABLE

PROJECTED ENKOLMENT TN NIGERIAN UNIVERSITIES BY COURSES

COURSES 1975-76 1979-80
Business Administration 1,595 3,Ll5
Social Sciences 3,045 5,830
Medicine & Other Paramedicals 3,625 T.L20
Pharmacy L35 1,060
Engineering, Surveying an?

Environmental Desiem 3,045 5,030
Natural Sciences L, 350 9,820
Arts 1,740 2,650
Education (Science and irts) L, 350 8,480
Mass Communication, Law ~nd

Others 1,L50 2,120
TOTAL 29,000 53,000

SOURCE; THRID NATIONAL DEVELOPMENT FLAN
1976-80' VOL. I, P.B%
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TABLE 21

IRQIEX QUT-TURN FROM NICERIAN UNIVERSITIES

1975~ 1978~ Total Out-turn
- 1975=76

COURSES 1976 1980 1979-80
Business Administration,
Commerce, Finance and Accounts 28l L2 1,731
Egoncmics and Other
Soeial Sciences 592 920 3,605
Medicine, Dentistry, Nursing
and Other Paramedicals 710 1,104 Ly 325
Engineering; Surveying &
Environmental Design 569 884 3,462
Natural Soience 282 1,215 3,759
Agriculthral Seience 237 368 1,LL3
irts L7h 736 2,884
Educaticn 588 913 3,577
Mass Communication,
Journalism, Law and Others 194 302 1,182
POTAL Ly736 T+363 28,843

SOURCE: THIRD NATIONAL DEVELOPMENT PLAN 1975-80, F. 387



The data presented in Tables 20 and 21 are relevant to this
gtudy because universities nre the main sourece of mampswer for
polytechnics and collepes of technolosy in Nigeria. In terms of
enrolment in specific disciplines, thc inerease has been relatively
slow in respect of most of the seience<~based eourses, particularly,

Bngincering and related courses, while thoss of Arte and Education

increased .1 1

Earlier, the National Manpower Board had advised that univereity
student egrolment ratio in Science and Technology to irte amnd the

Humrnities be fixed at 50:50 within the period 1970-7&12

Resretably, however, the Government did not nceept the Board's
expert advice on the arounds that "in the Nigerian context it wi]l
not be advisable to exe ed = ratio of 60140 in view of the acute

shortege of hish level manacers and a;ir'l.'m:lai'.m.tox'e:.13

Tt is however, interesting to note that in 1980, the Federal
Government announced its proposal to estsblish seven universities of

L This appears to be a clear indieation

teehnolosy in the crmm‘.r:,r.1
of the Govermment's realisation that Nigeria's manpower situation
calls for an enrolment ratio in favour of the sciences and related

subjects 2s the National Manpower Board had advised.

11. 1Ibid.
12. Second National Develcpment P.-an cr. cit. F. 316
13. Ibid' -

1. Propress Report of the National Manpower Boerd on the Fourth
National Development Plan 1980-81 P, 17



Apart from colleses of technolegy and polytechnies, universities
and advanced teachers colleres, other trainine institutions have
been established with the sole aim of developing senior and
intermediate level monpower. Such institutions inelude the Centre
for Management Development, the /Administrative Staff Collese and
the Industrial Training Fund. In a collaborative effort, those
institutions and other public and private acencies have
intensified "efforts to increase their number and quality of
manz2gerial and supervisory manpower in the economy.15

C. SCHOLSHIPS POLICY

Federal and state povernments have programmes for the award of
scholarships 2nd granting loens tenable tc students in various
institutions of higher learnine in the country, and the programmes
are geared to meet the needs of the country in terme of the various

levels of manpower.16

During the Third National Development Plan Period, it was
further decided that scholarship programmes would be expanded and
linked with technical assistance to encompess both formel and
informal manpower development i.e. formal eduecation and training

and development.17

15, Third National Development Flan 1975-80 op. git. P. 393
16. Second Mational Develcpment Plan 1970-7L op. git. P. 239
17. Third National Development Flan 1975-80 op. cit. P. 391
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The Federal Government also negotiated with several "foreism
governments, educational and training institutions and enterprises
for package arrangements whereby specified training plsees could be
made available for the education or training of Niperians in specified
areas of l'leed".“B

D. TECHNICAL ASSISTANCE POLICY

The Federal Government realised that the availability of
expatriate personnel on technical mgeistance did not help to
facilitate the mobility of trained manpower in the eecnomy cr the
optimum realisation of Nigerian manpower. In most cases, no attempt
was made by state povernments and other public agencies seeking
expatriates for employment tc search for suitable Niéerians in the

Nigerian labour market.19 Public employers are required to:

(1) "explore the possibilities of the local labour market
before rescrting to technical assistance; and

(2) undertake more of their expatriates recruitment
outside the framework of the technical assistance
programmes and pay directly and in full for the
services they hire,."20

E. PROBLEMS OF IMPLEMENTATION OF POLICY

In spite of the rapid expansior in the education sector of
Nigeria's economy since independence, there are vital problems
affécting the development of skilled manpower in the country. The
problems include low level of enrolment at the primery and post-primary
school levelg; a2 high drop-out rate in primary and secondary schools,”

shortage of competent teachers at all levels, shortage of hostel

18- Ibid.

19. 1bid.
20. Ibida



-m-

A

* accommodation for students particularly in the universitiesj
inadequate exposure of secondary teachers to essentiel subjects
such as science and methematice which are basic to the enrolment for
higher technological and scientific studies. This has resulted in
too few students with qualifications in these subjects. This in turn
has tended to limit enrolment for science and technological courses
(which are crucial in meetins essential high-level manpower needs of

the economy) in the univarsitics.21

snother problem is that expansion in primary edueation,
especially with the introduction of the Universal Primary Edueation
GUPE), is not accompanied by an appropriste expansion in secondary

.&ncation.zz

Lastly, some states have more than enougsh personnel in some skills
23

% wherezs others experience shortages in similar skills,

Even the National Manpower Board and the Manpower Units attached
to the states' Ministries of Econmomic Planning have been facing
¢enormaus problems. Foremost amonz these problems are: poor co=
4+ ordination among agencies charged with the responsibility of
formulating and executing policies; inadequate information. The
result is that estimates of manpower requirements are often based on

fuesswork of informed public aervanta.2h

21. Second Naticnal Development Flan 1970-74 op. git. pps 236-7
22, Ib;d- F. 237

23. Ibid.
2l;. Edwin Dean, Implementation in Nigeria 1962-68 (Ibadan,

Oxford University Fress, 1972) P, 131
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Worst of all, some public agencies dv not give the Manpower
Doard or its agencies the desired co-operation. For instance, between
January and June 1980, the Manpower Development Unit of the Ministry
of Egonomic Planning in Benue State carried out a manpower survey
of Benue State ministrics, parastatale and institutions of higher
learning. Questisonnaires sent to a number of those orsanisations
were not completed and returned to the manpower unit, and so when ‘t_;he
report of the survey was released in Junc 1980, information relating
to the manpower requircments of those non-responding organisatiors
was omitted., It has thercfore been difficult to get the exact

manpower position to enable Nigeria plan properly.zs

rccording to Edwin Dean, the very serious inadequacy of information
which could be directly used in plamning is a dominant theme of

W.F. Stolper's book aptly titled, "Planning Without Facts" .26

The problem of the National Manpower Board has been compounded
by the uncooperative attitude of educational and trainines institutions
which are suprosed to furnish the Board with the necessary data

2
roparding the menpower supply situation, 7

Another problem confronting the Board and the units attached to
state ministries of Econcmic Planning is that of poor staffing. This
gituation has prevented the Board from performing its functions
efficiently and effectively. For instance, manpower surveys which are
supposed to be carried out on a continuous basis have been

carried out on adhoc bas:lB.28

25. Report of the Manpower Utilization Survey in Perue State, June *
1980 published by the Manpower Unit, Min. of Economic Planning,
Makurdi. P. 3

26, BE. Dean, op. cit. P. 17
27. Minutes of the Bth Mecting of the National Manpower Board.
28. Ibid.
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F. SUMMARY AND CONCLUSION

For over twenty yecars now the governments of the Federation of
Nigeria have becn making conscious efforts to solve the problem of
high level manpower shortase in the country, For instanec, existing
educational and training inetitutions have been expended while new
ones have been eatablished. To enable a large number of people
obtain higher education, finaneial assistance in the form of
scholarships, bursaries or loans has been granted. States whieh
experience shortoge of qualified manpower have been encourazed to
recruit gualified personnel from other states of the Federation
which have more than enough in certain skills, If sueoessfuly
implemented, the policies would substantially help to inerease the
supply of the type of manpower needed by MUCAST, DBut since it takes
a long time $o train such hishly qualified personnel, it is fairly
obvious that the problem of manpower shortare in MUCAST may not
improve simificantly, except certain poliey measures to be
recommended in the next chapter, which is the coneluding chapter,

are accepted and implemented as suggested,
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CHAPTFR SIX

EECOMMENDATIONS , IMPLEMENTATIONS
SUMMARY AND CONCLUSIONS

J‘s . INI‘RODU GI‘I ON

In the preceding chapter, we examined the policies of the
Governments of lligeria relating to manpower development. The
difficulties encountered in the process of executing those policies
were also isclated. In this section, we will show how Nigeria eould
curb the problem of high level manpower ghortage so that MUCAST
would benefit from the resultant abundanck:zof high level manpower.
In addition, since increases in trained manpower in the local labour
market may not nedessarily change the manpower situation in MUCAST
if some existing arrangements and practices for procuring and
retaining a satisfactory and astisfied manpower in the Institution
remain unaltered, it will be pertinent to also suggest desirable

changes which will help in remedying its manpower gituation.

The recommendations sre as follows:

ESTABLISH NEW EDUCATIONAL AND TRAINING
INSTITUTIONS AND EXPAND EXISTING CNES

The Government of the Federation, and particularly, that of
Benue State sheuld intensify their efforts at expanding
existing educational and training institutions at all levels.

CORRECT IMBALANCES IN NIGERIA'S
EDUCATIONAL SYSTEM

The present imbalances in the countiry's educational development
should be corrected. Fnrolment at secondary and post-seeondary
levels should be tailored to the manpower requirements of the
economy. This is necessary if a situstion where surpluses in
some categories of manpower and shortages in others are to be

avoided.
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INTHODUCE FREE ;D COMPULSORY EDUCATION AT ALL LEVELS

Primary education should not only be made free but
compulsory. A law should be enacted for the purpose of
prosecuting parents who may withdraw their ehildren from
school. Secondary and post-secondary educgtion should be
free. Automatic scholarship should be granted to 211

students in institutione of higher learning.

THE NEED FOR A NEW TECHNOLOGICAL EDUCATION FPOLICY

To ensure adequate suprly of teaching gtaff in MUCAST amd other
similar institutions in Nigerie, a new taohnoloéical edusation
policy shovld be formulated, Teohnologieal teachers should be
trained specifically to teach general skills and praotices of
technology. The upsurse in the demand for technological
eduvcation in Nigeria con only be meaningfully executed if
special technological teachers are produced in sufficient

numbers and quality.

THE NEED FOR PROFER MANPOWER PLINNING
Froper manpower planning is absolutely necessary if Nigeria
is to solve its present problem of mangower shortages in
the face of a rapidly growing economy. To sueceessfully do
this, economic planning and educatiohal planning should not

be done in isolation.
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ENCOURAGING THE TEA OF MATHEMATI
AND_SCIENCE snmg Cor Ml

The estnblishment of technological universities in lNigeria
is a step in the risht direetion, But for those universitics
to get the necessary student input, the teaching of
arithmetic and introductory aspeots of soience right from
the primary school level is very necessary. In seeondary
schools too, emphasis should be placed in the teaching of

Mathematies and Science subjeots.

THE NEED FCR AN OPEN DOCR EMPLOYMENT FOLICY

The Federal Government poliey relating to tcohnieal assistance
is very clear. MUC/ST authorities should adhere to this policy.
I'he dearth of manpower in the Institution demands that there
should be an open=door employment poligy regardless of

aprlicants' states of origin.

HECRUTTMENT OF EXPATRIATES

As a temporary measure, MUCAST should recruit: expatriates
from abroad. This power to reecruit personnel has already
been vonferred orn the Council of the Institution by the
Edict establishing it. There i8 no reason why the Benue
State Government should interfere in this aspect of the

managenent of the Institution,

THE NEED FOR A NEW POLICY ON STUDENT ACCOMMODATION
A new policy on student aceommodation in Nigerian edueational
institutions should be adopt:l. The new poliey should ain
at deboarding all post-primary and post secondary institutions.
This is necessary because experience has shown that one major

constraint which has helped to impose severe limitation on
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admigsion of students into some institutions of higher
learning in Nigeria is accommodation of students. The
experipent with the off-cammis students may prove
successful if educational institutions are located near
urban centres so that off-campus students could get enough

houses to rent.

REVIEW THE EXISTING CONDITIONS OF SERVICE

To attract and retain staff in MUCAST, the conditions of service
of the staff should be consideradly improved and alimed with
those obtaining in comparable employment in other sectors of

the economy. Specifically, there should be unjiform salary
gtructure for staff of Nigerian universities, polytechnics

and collezes of technology. Moreover, salaries and fringe
benefits of staff of institutions of higher learning in Nigeria
should be more attraetive than those in other seetors of the
public service so that people will prefer working in those

institutions.

THE NEFD TO SFEED UP RECRUITMENT PROCESS IN MUCAST

The long recruitment procedure in MUCAST should be considerably
curtailed so that the instttation would not lose potential
employees to other employers who are faster in their

recruitment process,

MAINTAINING TWO CAMFUSES

In order to arrest the on-going manpower drain, MUCAST should
have two campuses, one in Makurdi and one im Ugbokolo. Efforts
gshould be made to encourage those staff in Ugbokolo to remain.

For example, rural allowance should be paid to the staff while
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the Government should try to provide certain soecinl

amenities like water and clectricity in the village.

ADHERING TO FEXISTING PROMOTION POLICY
To further reduce frustration in MUCAST, the authorities of
the institution should adhere strictly to the promotion
policy which places emphasie ¢on both merit and seniority.
In fact, the overriding consideration consideration should
be merit and not seniority. Promotion of staff should be as
faat as possible in the light of performance. It is absolutely

necessary that the performance of stalf be thoroughly evaluated.

FiiOVISION OF ESSENTIAL WELFARE SERVICES

Sceial amenities such as staff club and a canteen should be
provided on both campuses of MUCAST. Fans or aireonditioners

should be provided in all offices.

GRANT LOANS TO STAFF
The staff of MUCAST, like their counterparts in the mainstrcam
of the Benue State Civil Service, should be granted housing

loans and even loans to purchasc colour television scts.

ANNUAL LEAVE
It is deeirable that the staff of MUCAST should both for rest
and recuperantion as well as for efficiency, be allowed to

take their leave every year.
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CO=OFERATION WITH MANPOWER AGENCIES

Educational and training institutions should fully co~operate
with the National Manpower Board and its agencier in the state
by supplying them with the necessary data when requested to

do so.

B. IMiLEMENT.TION
In this section, we will suggest how the policy reeommendations
highlizhted in the preceding seotion will be implemented. In doing
this, we shzll describe the role to be played by the following
bodize in the implementation of those reecommendations: The National
Manpower Board and the Manpower Unit of the Benue State Minjstry of
Economic Planning, the Federal and Bemume State Governments; the
Natior1l Universities Commission and MUCAST,
The National Manpower Boazrd and the wver Unit
State try o onomic F
Both the National Manpower Board and the Manpower Units of
the Benue State Ministry of Economie Planning should endeavour
to recruit ;dequate manpower experts in order to be able to
carry out manpower surveys of MUCAST and other public sectors

on a regular besis. Such regular menpower surveys will help

determine the specifie manpower reguirementes of MUCAST.

Our manpower agencies should endeavour to have an up~to-date
datz on the manpower supply and demand situation in Nigeria
g0 that they will be able to advise the governments on how they
should tailor enrolments at the various levels of edueation to

the manpower peeds of the economy.
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(b) The Hole of the Federal and Penue Stato Governments
Since the introduction of the Universal Frimary

Fducation (UFE), education at primavy school level has been
free throughout the Federation but in Benue State, it bas not
yet been mede compulscry. The Denuve State Governmment should
ensure that it is made compulsory and parents who mey withdraw
their childrcn for any reason are prosecouted. The Federal
Government should ensurc that adequate financial support is
given to the Benue State Government to finance its educationnl
projrammes and projeccts. Automatic scholarships should be
ziven to benue State students in 211 institutions of higher
learning.

Since most of the courses offered in MUCAST are science-
based, efforts should be made by the Government to encourase
the te,ching of Mathematics and Science-subjocts in Primary
schools of Benue State. FEnougsh mathematics and science
teachers should be produced in the existing advanced teachers

collepes of education.

The products of these institutions will then teach
Mathematics and science subjects in primary schools. It is
interesting to note that Benue State has already established
a number of special science secondary schools. These science
schools will conly get enourh students if the teaching of
mathematies and science subjects is encouraged risht from the
primary school level. BHere agnin, Federal financial =:aiclanes

to the Benue State Covernment is necessary.
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Both the Federal Ministry of Education and its state counterpart must
ensure that educational institutione cooperate fully with the
National Manpower Board and its agencies each time a manpower

survey exercise is carried out. Such cooperation will enable

the meanpower arencies to have an up-to-date dnta on the

manpower situation 4n Nigeria in general and Benue State in

particular.

Both the Federal and the State Governments should involve
members of the National Manvpower Board and the staff of the
State Manpower Unit of the Minietry of Economiec Planning

respectively when taking dedisions about scaolarship.

A Presidential commission should be set up to review
conditions of service of technological institutions in the
country with a view to harmonising them with those of the

universities.

The Benue State Government should review its decision
to move MUCAST completely away from Makurdi. The Institution
should maintain two campuses, one¢ in Makurdi and the other in
Upbokolo with the former as the main ecampus. Efforts should
be made by the Government to provide pipe borne water and
electricity at the Ugbokolo campus. A sum to be determined %
the Government should be paid to the staff at Ugbokolo as rural

aree allowanoe.

The Berue State Govermment should allow MUCAST authorities b
to mo abroad and recruit the type of mampower that is not

available in the local labour market.

The Dbenue State Government should de~emphasise boarding

schools in the state.
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(¢) The National Universities Compission (N.U.C.)

The NUC should direct some of the existing Lniversifies in
.the country 1o start a new teacher edqcation proaranmé that will
lead %o the award of the Eachélor, Master and doctorate :dlegree
o technionl eduycstion. The prosrarme Should:be run jointly
pg the faculties of Ehucaxioh, Bnpineering, Manamement and other
. ;élated féculties. Such a programme will no doubt help in
meeting the academic staff needs of MUCAST and other comparable

institutions in the country.

The NUC shéuld algo direet the.uni?ersities in the country
to de-emphasise on-cémpus aecommodation so that more atiention |
could be paid to the_expansion of classrﬁoms-and éther facilities.
With adequate classroom accommodation, it will be easy to admit
more students for courses mpst mesded by.the, gcoromy.

§4) Tue Bole of MWCAST . ..

f. i

Thalguthoritias qg MUC&ST_have a_c:uc;al role to play in
the procurement and yetention of manpower.. Fhe roles they

mshog}dqplgy are as {g}lowq:

sutotsd LA dew Ghairman of the:AFDAC should be appointed. He
+ 'gshould be one of the present members residing within -
" Bermie State. Such a person could be called any time it

beoomea necessary, to convena & meetlng of the Comflﬁtee
r \

far the purpose of :ak1ng appointmpnt The =im is t3 help

o L

specd up the pruceduro for recruitinr st¢?f. Iq addltlnn,
the Senior Qtafi S@lectlon bomm"ttee ;hnuld he ecrapped _

and itﬂ preSﬁnt menye“s absorbed in the AFDAC .
. ."i' - - s 4

. ".l,"-‘;.'.‘v--:,.,, .-.'-._...l-i- DA
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MUCAST employment forme should be sent to universities,
other trainins institutione and Civil Service Commissions

of the various states of the Federation.

Final year students of Nigerian universities should be
interviewed in their various institutions it MUCAST
authorities. Those that may be found appointable should
be given letters of appointment long before they complete
their NYSC assimments so that they may not look for

"appointment elsewhere.

Personnel policies and ypractices in MUCAST should be
such a8 to attract and retain menpower. For instanee, the
overriding consideration for promotion should be merit
essentially. To determine the productivity of academic
gtaff for promotion purposes, questionnaires should be
developed and distributed to students, for them to complete
at the end of each term., Students should evaluate the
teaching techniques of their teachers as they students had
observed. The evaluation should focus wainly on skill in
presentation, ability to stimulate, capacity for
co=operation with students and effective supervision of
students research work. It is necessary to point out at
this juncture that if the majority of the brilliant students
and a reasonable rnumber of the less trilliant ones rate -
their teacher low, it is highly probable that the assessment
was properly done., Dut if the majority of the less
brilliant ones rate him bhigh, it is possible that the
opinions of the former were biased by their lack of suceesas

in the class.
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In addition, heads of academic departiments should use
student examina‘tion results %o doterminz tha efficiency and
effectiveness of academic staf”., In doing this care should

be taken tc prevent examination leakase.

Fans and airconditioners should %e provided in the
staff o.fices. A staff club should =2lso be provided in
each of the two campuses. MICAST authorities ahould
negotiated with the Denue Stute Government o> commercial
banks with e view to granting housing loan and :elevision
loan to their staff; and staff should be allowed to pr.ceed
on leave annually. These are some of the incentives that

will help the Institution te attract and retain gtaff,

C. SUMMARY {F THE STUDY

In this study of manpower problems and proepoctc in NUCAST,
Makurdi, the author started with a deserimtion of the Ins+%itution,
The history of MUCAST dates back to 1976 when the Benue State

Government promilgated Ediot Number 13 establishing vane Institution.

MUCAST has made rapid strides since its incoption. Fer instance,
student population has grown phencmiially. Unfc *tunately, howeve: ,
this rapid growth in student enrolment has not been accompanied tv
a correspending increase in the nunmber of non--academic staff and

more impotantly, academic staff.

The extent of manpower shortecgec in the Ireti“uilon, and ko
mzjor factors responsible for the sh.rtages have been identified in
the study. However, for the purpose of making adequate

recommendations for the solution to tha problem, we 'il1l in *his
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section sumi....e the extent of shortage of manpower in MUCAST and

the factors responsible for the shortage,

As regards ecademic staff, vacancy rates ranged from 33.33 per
cent in the Departments of General Studies and Science Technology
to 90 per cent in the Department of Civil Engineering. : Vacant
posts ranged from Assistant Lecturerships in several disciplines
including Agricultural Extension, Farm Management, Agroncmy,
Animal Science, Farm Mechanization, Agricultural Education,
sccounting, Commercial Law, Magketinsy, ©lectronics and Commmnie.tion. ,
Air Conditioning and Refrigeration, Sociology, Industrial Psychslogy,
Fnglish, Geology, Flant Engineering, Catering and Hotel Management,
Physics, Chemistry, Eiology, Ceramics end Textile Design while
several courses such as Surveying and Architecture could not be

nfrfered owing to lack of manpower.

Ag regards non-academic staff, vacancy rates ranged fi.'om 23_.@3
per cent in the Hegistry Department to 75 per cent in the Estm |
Department. Vacant posts ranged from Administrative Officers,
Medical perscnnel (i.e. Doctor, Murses and Midwives), varicus
categories of Engineers, Accountants and an Auditor, to Librarians of

various grades.

This study reveals that one of the mgjor factors responsidble
for the shortage cf manpower in MUCAST is the scarcity of qualified
high level manpower in the Njgerian labour market in general and in
Benue State in particular. This searcity of high level manpower
is attributable to a number of factors. In the first place, there
has been an imbalance in the pattern in the various “evels ol
Nigeria's educational develcpment perhaps owing to inadequate

co=ordination in the past. Thus while 90 per cent ¢f students
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enrolled in formal school system are in primary schools, only

10 per cent are in other two levels (Secondary and higher education).
This meant that the second level of education could provide neither
adequate cpportunities for the producis of the primary schools nor
gsuitable input for higher education. This situation has also
ensured that the educational system in Nigeria remains unsble to

meet the high 1221 manpower needs of the economy.

Other problems which have constitutad bottlenecks to high level
manpower development progronmes in<lude low level of enrolment at
all levels, shortage of teaching staff and inadequate accommodation

for students particularly in institutions of higher learming.

Apart from the general shortage of gqualified manpower which
Nigeria has been experiencing, there are other factors which have
coutributed immer<ely to the shortage of manpower in MUCAST. One of
thoge contributary factors is the poor conditione of service in the
Institution. FPartly as a result of thie very few peovle apply for
employment to the Institution. What is more, for a similar
reason, there has been considerable turnover of staf® from the

Institution.

Another contridbutory facter is the recruitment practice of
MUCAST. Por instance, the anthorities of the Institution have not
explored the possibilities of proec .ing staff from outside the
Benue State. In fact, contrary to Federal Govermment policy,
while the employment policy of the Institution is not disecriminatory,
in practice, there has been some element of discrimination against
non-indigenee of Benue State. In addition, the proczdure ad.pted

by MICAST for procuring staff has been so slow that LU often loses
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potential ¢ yees to other employers. This is not desiradble
in a situation where there is keen competition for the very

limited trained manpower.

The refusal of the Benue State Government to gramt MUCAST
authorities permission to go abroad snd recruit manpower that is not
available in Nigerian labour market is another cemtributory factor

to the continuing manpower shortage in the Institution.

The last but not the least eontributery f;.:.tor is the
unpopularity of fhe recent decision of the Berme State Gevermment
to transfer MUCAST from its original site in Makurdi, an urban
centre with most of the modern infrastructurel and eocial amenities,
tc Ugbokolo, a rural arez with no social amenities of any kind.

The wnpopularity of that decision has resulted in a steady drift of
meapower from the Institution, thus worsening the manpower

gsituation.

D. CONCLUSION

It is the author's conviction that, for the problem of high
level manpower shortage in MUCAST to be solved, the Federal and
the State Governments, the National Manpower Board must play the
roles suggested in this concluding chapter. In addition, MUCAST
must be prepared to change some of its existing arrangements and
practices relating to manpower prccarement and retention as alse

suggested in this chapter.
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APPENDIX 'A'

INTERVIEW GUIDE FORM.T

(FCR_RECTOR AND THE RECISTRAK)

v¥hat are the major manpower problems facing MUCAT?

What are the main arcas of shortages in MUCAST and what are
the main rcasons for the shortages?

Why has it been difficult to hold AFDAC meetings regularly?

(FOR HEALDS OF DEPARTMENTS)

Do you agree that there has been shortage of senior staff in
your Department?

If the answer tc (mestion 1. above is 'Yes', how long has the
Department been experiencing the shortage”

wWhere do you have the vacancies?

What is the existing staff strength?

‘that is thn 1i-recast for 19847

What do you think is responsible for the ghortage of manpower?
(a) Lack of qualified personnel in Nigeria generally.

(b) Unattractive conditions of service e.z., low snlary
ceiling for MUCAST gtaff.

(¢) Slow recruitment process in MUCAST rvesulting in loss of
qualified persons to other employers whe are faster in
their recruitment process.

(d) MUCAST not allowed to embark on overseas recruitment tour.

(e) Manpower drain from MUCAST to other organisations

(f) The College is discrimin.tory in its recruitment practice.

What are the efftets of academic staff shortage in MUCAST?

(a) Working overload

(b) Lack of time to engage in research work.

(¢) Discontinued some courses earlier offered.

(d) Sometimes unable to release staff for furthe* trs.-.n.'mg

fe) Unable to introduce new courses.
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Vhat ave » effects of shortage of non-academie ataff?

FR_P.ST ACATEATY cT/FF

like to leave MUCAST service?

1+ Vhy did you leave the servica of MICAST?
{ ;:" T '
S EMENT ol ?
" FaTEl : Important Importent l Impo=iant
N o i
|
(n) Low salury bar ‘
(v) Tranefer of MUCAST to
Ugbokolo, & rural area
(e¢) Non-granting cf houring
loans to staff
(d) Hatred of promoticn "
policy based on seniority
rather than merit
(e) Lack of staff club nad
gtalf centeen
(#) Heduction ~f senior
gtaff leave veriod =nd
leave grant
(g) Foor administration
(FOR_PRESENT STAFF)
1« Would you like to leave MUCAST service if you have the
opportunicy?
YESs NO:
2. If your answer to “uestion 1. above is YES. why would you
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Very

Statement Inportant !Important | ‘Luporéant

(2) Low salary bar for

(b) Fon-granting of housing

(4) Unacceptability of a

(e) lack of a staff club

(f) Heduotion of senior staff

1.

2.

1.

2

i

l

|

{

(¢) Transfer of MUCAST %o ‘
|

|

WUCAST stoff | :

and television loan to
MUCAST ataff

Ugbokolo, a rural arca

practice where promc*tion
ie based on seniority
rather than merit

and a canteen

leave grant and leave period

s ——— . o wm ——

........-__.. .

MINISTRY OF LDUCATION, MAKURDI!

What prompted the Benue State State Govermnment to iransfex
MOCAST from Makurdi te Ugbokolo?

Why has the Berme State Government bzen relvectant t. all-w
MUCAST authorities to iravel abroad to reeruit manpewer vhich
they have not been able to reeruit locally?

(OFFICIAL IN THE OFFICE OF THE HEAD OF SERVICE, MAKURDI)

Ig it true that the Benue State xverament has be:n an%ing ;
loans to civil servants to builil “heir own housecs snd t-
purchase colour television sets?

Ip it true that the State Govern:ent has built a ataff elund for
Civil Servants? If so vhere igs Lt located?
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$ETABLISHID FOSTS LMD GHADE LEVELS

POSTS

EXTISTING
GRADE LEVEL

10.

16,
174
18.
19.
20.
2%,
22.
23.
2.
25.

ReCtOr esescecveceaccsosssccrsscoccvnccacscsssans
Reglotrar ceeresssssssscesssscssssocsonccsvsosnese
BUrgall cecsscresrresencsensnsbetsssnuonctoabones
Director of lMedical Service® sssececessescccsccs
Librarian sscecseccecccscssceccoscssncsnssccsssss
Chief Director of Works Servic2s .sescescescssse
Senior Principal Lecturer .ceeccecccccscescccnce
Doputy Begistral’ seeesscsreseossetsrsosresvesnses
Chief Accountant c.scecscesccscescscccscccsncans
Deputy Director of Medical Services .ecesesssces
Principal Lecturer ..oeceveseveese-csassossarscnces
Cojef Instructor/TUtOr seesesssscecscsacsscsanrens
Deputy Chief Librarian ..cesecsscsscscccscsscscts
Chief Bngineer ,cecesescscsisscescscnsesssnssacss
Principal Assistant Registrar ..cecscccccvececces

Chief Technic;.‘-l Officer sSassssesERaasEERNEnnEERES

Apsistant chief Libr“ri"‘..n Sres s s nssssanenssnnenaan

Senior LeCturer .ecesveccesccsccsscccocesnscsssss
Principal Medioal Officer ssisescsossssssasnadnes
Asgiptant: Chief ENgineer sevevscrvevcscosacnssons
Senior Assistont Registral seeecvccesssccssscsces
Chief Technician/ﬂgst. Chief Technical Officer ..
Feipodpal TANEAPIAn sessssaivnssivaesosasasssdani
Frincipal Accountant s.cecescecscsccsoscscnsreccss

S&nior mdicﬁl Officer ebsssssssstantanssETRE NS

16
15
15
15
15
15
15
W
14
L
10
1k
L
W
13
13
13
13
13
13
12
12
12
12

12
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EXISTING
SN, POSTS Gi4iDE LEVEL

26. Lectuer I L BN I B A L B A R R R RN NN NN ] 12
27. I;I‘inCip'll Fk]gin':‘er L L B B L A L B I 12
28. Principel Fxcoutive Officer I cessseasvscossassss 1

29. Principal Inetructor/TULOT .eeeesccsssssscscssse 11

3{-:. I‘!‘incip“.l T@chnicﬂl Ol'fICcI" st BsdBasmaanRaat PR 11
31- Senior Librarisn ssssBssessErieRstantsResaBanaa 10
32, Asgistant ﬁ(:gir:tr-lr Seesst BRI NEIPNSI eI R RRRERLERR S 10

33. Medical Officer I sevseeesescecrcsscessccsssans 10
. Lecturer II ceecscecssccesssssisessesrscscesasse 10
35. Principel Technicnl Officer .eiecescscecsscecse 10
36, Senior INstructor .esseecsccccscccccsncccrcscces 10
37. " Senior Accountant ...sceecessssccessssscscacsns 10

38¢ Frinciphl Ekecu‘tive Ofricﬁr IT SabterERERrE R Aae 10

39. Senior ﬁhgj.neer R R T T N 10
LO. Personal Secretary I ssecescesssasssassecsssnes 10

L1. Administrative Officer I sscecevcecccccscscsces 09
L2, Accountant I oeecessesscccrscrsccssccssccsnsens 09
h3. Leoturer III sesvevecessesscervacssissnnnsoanaes 09
Lijo Engineer I ccecceccccsccccscescssccccsccocsccnse 09

09

1&5. Mﬁdicﬂl nffic‘-'r II SEASSASI IR RAIRNTERNAEn s

D9R ~ /., e
IVED

12 A2R 1534
ZARIA-NICEKIA

o
p

L6. Instructor/TUtor I sesecesecescessccesssoccass
u4l. Senior Yursing Supt/Si8ter secessecsscccsces
8. Senior Catering Officer eescescecsscesssassoqse
9. FPersonal Secretary 11 ...,....................;
80, Majgntenance Officer I ececarvecvccccvcccvesscnse 09
51. Senior Executive Officer .ecesescssccssacssscss 09
52. Senior Library Officer sescccsccescscscsssssase 09

SB. Senior Smrts Coach Sesssrressssasssssssrennane 09

290089



- 102 =

SN.

POSTS

EXTSTING

GRADE LEVEL

Sk
554
56 «
57.
58.
59,
60,
61.
62,
63,
6lio
65.
66.
67
68.
69 .
70,
M
72
T3
The

76.
e
78.
79
80,

Senior Storew Officer seceeccsccecaceccccae
Librarian Grade I .cecsccscssscssccccscnses
Senior Technical Officer/Teeh eseecsscccnces
Administrative Officer II sesesscccsncccnas
Librarian Grade II sesevescesssessenseosnis
Higher Executive Officer scesccescccccecsecs
Accountant II seseeacessacscscsescscasscans
Higher Library OffiCer eeecessecscscsccccess
Engineer TI saseonnenesnseen eosseseaessssns
Higher Btores Officer <ivvesiscsniesiesisis
Higher Tech. Officer/Technician seeesescess
Fursing Supt./Sister .eccscccsccccccscccces
Confidential Secretary I cicecvesescennéaisan
Instruotor/Tutor II sicéeticionsissdsesbidats
Maintenance Officer II .esceseancscccsscssns
Halls Offioer/Matron sssessssssnssnssmennes
Assistant Lecturer I secececseccssecvecrnne
Catering Officer sescessassosvecsssncuscses
Exeocutive Officer seesececcccsonccscosasosn-
Stores Officer secesscscscssssncseccncosnns
Works Supt. (Puilding) sesscccccscssesccsss
Works Supt. (Mech., Eleot.) seeesvesscsesss
Assistant Halls Officer eeceseccccccccccccns
Library Off100r sccsssssasicisassenissasess
Staff Nurse/Midwife .esesceccscscsscscecass
Confidential Secretary IT .ececvccccessaces

Apsistant Iecturer II sssssessssasssnsansus

09
09
09
08
08
08
08
08
08
08
08
0B
08
08
08
08
08
08
07
07
07
07
07
07
07
07

07

SOURCE: NATIONAL BOARD HOR TECHNICAL EDUCATION; KADUNA. |
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CIRCULAR NO. 1/1977 Ref, No.S/ADM/LEV/6/13

Ministry of Egtablishments
and Service Matters,
}‘oM.P . 2102’ Hakurﬁi

2nd February 1977

The Secretary to the Military
Government,
Military Govermor's Office

Makurdi

The Principal Private Secretary,
_to the Military Governor,
Government Hbuse, Makurdi

All Permanent Secretaries and
Heads of Departments,

All General Managers of
Parastatals, Benue State.

VACATION LEAVE FOR FUBLIC OFFICERS

I have to inform you that the Benue State Government ha: decided
that with effect from 1st January 1977, the maximum leave entitlement
for the Public Sector should be as follows:~

(a) Salary Grade lLevels Leave Per Annum
Grade Levelg OB and above 30 days
Grade Levels QL = O7 21 days
Grade Levels 01 = 03 1L days

(b) There is no provision for additional days as travelling

(e)

time and leave periods include Saturdays and Sundays and
Public Holidays.

The annual vacation leare is compulsory. No officer should
be required, or allewed, to take working leave, whereby the
officer reports for duty during his approved leave period.
All public officers must therefore take and exhaust their
vacation leave within the calendar year in which such leave
is earned. /Any period of vacation leave which is not so
exhausted shall be regarded as having been forfeited.



2. These revised leave rates supersede those existing in Chapter 15
of the Civi T2rvice Rules as amended by this Ministry's Circular
No. 8/1976 (No. S/ADM/ALL/1/92) of 18th June, 1976 in respect of all

categories of public
ag indicated below:=
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servants. The pro=-rata leave 2alculation is

Leave Earning Fro-Rata Leave in Days
Period 30 days 21 days 1 days
per annum per annum per annum

12 months 30 29 1L

1 28 19 b
10 # 25 18 12

9 " 23 16 11

& " 20 10, 9

’ - 18 13 8 .
o * 15 1 7 -
5 ! 13 9 6 ¢

Lo 10 7 5

3 ! 8 6 L

2 " 5 4 3

1 month 3 o 1

3., Artisans who are regularly employed may be granted leave of
full pay each calendar year except the calendar year in which they »

are first employed on the following scale:

Senior Artisans on .24 =nd above - 21 days
Artisans on 33,46 and above - 21 days
Artisans earning less than ¥3.46 - 14 days

e All dajly-rated staff who are regularly employed for at 13555
gix months may be granted fourtsen days leave on full pay each

calendar year except the calend~r yesr in which they are first

emgloyed.
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S. Any leave granted but not spent before 31st Dcoember,
1976 or any “~ferred leave which stands to an officer's credit
at that date will be frozen till the officer ig i ¢ to retire,
when he will take the frozen leave together with hic pre-
retirement leave, provided that he retires in penzionable

circumstances.

‘Sm '
Ag, Permanent Secretary



~ 106 -

APPENDIX 'Df

Cireular N~ "1/1980 Ref. No,S/ADM/ALL/T

Civil Service Secretariat
Establishment Department

FJi.B. 2102, Makurdi
gt August, 1980
The Principal Private Secretary
to the Govemor,

The Clerk to the State House of
Asgembly,

All Fermanent Secretaries and
Heads of Extra-Ministerial
Departments, Makurdi

All Chief Executives,
Benue State Parastatals,

All Scereteries to Local Governments

All Secretaries to Gubernatorial
Liagon Officers.

REVISION OF SOME FRING3 BENEFIYS

The Benue State Covernment has revicwed some of the fringe
beneiits endoyed by Pub "t Servants ani has approved that with

effect from 1st April, 980, the following should apply:-—

(i) Rent Supplement

The revised rates of annual Hent Supplement are as follows:--

Grade A Rate
Officers on Grade Level 15 and above =~ %972
" s " " 10 = 1 - ¥660
N » " hig 08 - 09 - 1528

Officers on Grade Level 07 who are normally
entitled to government quartere in accordance «
vwith Ci{S. 14211 as revised by Establishments
Circular letter No. B.E53°04/Vol.V/848 of

20th Jamuary, 1979 and ca'mot be allocated - %460

Officers on Grade Level C7 - ¥360
Officers on Grade Level (5 = 06 - ®2l,0
L " LU " (‘3 - oh = u1&)

" I " 01 =02 - 1120
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(11) Leave Transport Grant
The following dual rates of leave transport grant are

now applicablet-
Married Single Male &

Grade Male all Female Btaff
Grade levels 08 and above 92 196
f » oL - 07 8160 ¥80
" " 01 - 03 8128 el

(11i) Incidental Expenses Allowance

This allowance has been increased from ¥2 per night for
officers on Grade Levels 07 and above as follows:
o Officers on Grade levels 16 = 17 = &5
" " " " 13 - 15 - M3
" " B » 07 =12 =~ W2

(iv) Transport Allowance

A flat rate of B10 per month transport allowance is approved
for officers on Grade Levels 01 - 06 irrespective of
whether or not an employee cbtains a loan to purchase a
vehicle.

2. This circular wupersedes all other circulars on any of
these fringe benefits.

'Sad!

for: Head of Civil Service
Benue State



"JECT /REAS IN WHICH ACADEMIC STAFF

ARE MOST NEEDED IN MUCLST, MAKURDI

(a) Department of Agriculture

i. Jlgronomy v. S0il Seience ’
ii. Animal Seience vi. Agricultural Extension
iii. Farm Mechanisation vii. Agricultural Education

iv. Farm Management

(b) Departments of Engineering

(e)

fd)

()

(1)

i. Heavy Current Ve
ii+ Flectronics and Communications vi.

iii. Computer Science vii.

iv. Airconditioning and viii.
lefrigeration

ix.

Department of Business &
Administrative Studies

. [ Accounting 111,
ii. Law (especially Commercial iv,
law

Department of General Studies
i' mgliah Lang\l' e 111-
ii. Psychology

Department of Catering & Hotel Management

411 courses offered by the Department

Department of Science Technology
i. Physics iil.
ii. FElectronics iv,

Quantity Survey

‘Heavy -uty Macht- _

Building Service
Flant Yhgineering

Power Fngineering

Marketing
Seecretarial Studies

Soeiology

Mathematics
Biochemistry

SOURCEs = ESTABLISHMENT DIVISION,

MUCAST, MAKURDI
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