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LOOKING TO 1988 AND
BEYOND FOR SURVIVAL

AS the year 1987 is gradually rol­
ling to a close, and there is

nothing we can do to stop its motion.
perhaps the best we can do is to
take stock of our activities during the
period and end by wishing oursel-

Ives the usual compliments of the

season. Management In Nigeria will
offer more than that. It will give the
individual and corporate members
as well as its readers world-wide, the
hints for relative survival in 1988 and
beyond

In July, we celebrated the first
anniversary of the Structural Adjust­
ment Programmes (SAP) In the
same year, the programme for a
return to civilian rule was announ­
ced. and the elections into the local
government councils have been
conducted on the 12th of Decem­
ber

The National Primary Health
Scheme and the MAMSER have
been launched as the Directorate of
Food. Roads and Rural Infrastruc­
tures (DFRRI), continues to make in­
roads into the rural areas. The Natio­
nal Directorate of Employment
(NDE). through the banks continues
to encourage young un-employed
Nigerians to plunge into self-employ­
ment Some government organisa­
tions are to be privatised and others
are to be commercialised.

In these areas. Nigeria has taken
"giant strides” towards laying rocky
foundations for the so-called egalita­
rian society. Interest rates have
been deregulated up to a minimum
of 15%: and this has raised lending
rates to between 15% and 21%.
The basic necesssities of life. (food.
shelter and clothing) are virtually
shooting out of the range of the 

ordinary Nigerian. When the envisa­
ged removal on oil subsidy tops
these, a chain of spiral inflation will
ensue which definitely will not be
commensurate with whatever pay
increase is promised the worker in
the year ahead.

Government policies have drawn
a lot of sacrifices from all Nigerians
and all sectors. At the industrial and
commercial levels, there are back
logs of un-sold stock in the ware­
houses because prices of goods are
unaffordable causing a slump in the
market. At the individual level, it is a
routine tale of "have-not" not even
"not enough" All my colleagues I
spoke to in the festive mood of
December, are not looking forward
to a happy time, because, they are
saddened by the possible effects of
part removal of oil subsidy They
have therefore, embarked on cost­
reduction activities by pruning their
bulbs and replacing 60 watts bulbs
with 40 watts to reduce electricity
bill But isn't there an earth surface
level beyond which the apple can
not fall even with the physical laws of
force, pull and gravitation?

Perhaps. Government needs to
re-appraise its stand, policies and
role in the entire polity. Consequent­
ly. Government may need to review
the guidelines and the management
of SAP if SAP is to fulfil the objec­
tives of a constructive antidote. Will
the removal on oil subsidy not set in
motion spiral inflation within the
economy as the commercialisation
of the Nigeria Airways has resulted
in the low patronage of air services
leading to retrenchment and with­
drawal of some planes from the
fleet7 Has this in turn not hampered

Dele Osundahunsi
business activities within the econo­
my? Management In Nigeria will like
to join other eminent Nigerians to
clamour for a review of SAP.

We also want to advise our rea­
ders (corporate and individual) lo
look at cost reduction methods
which will enhance productivity.
motivate all parties in a business
concern as well as improve overall
performance of the economy which
are the aims of the architects of SAP
In order to assist our readers in this
regard, our lead article for 1988
January/February issue will be the
Young Managers' Competition
award-winning paper titled "Cost
Reduction. Productivity and Perfor­
mance Improvements. Methods

and Prospects"
Finally, on behalf of the Council

and Management of NIM —our
publishers and financiers— MIN
wishes all corporate and individual
members of NIM, our friendly
foreign missions and their agencies.
(USIS, USSR, Canadian High
Commission, and the British Coun­
cil), our trainee clients, our reviewers.
writers and subscribers, all mana­
gers and would-be ones, a merry
Christmas and a happy 1988. We
hope we have managed to satisfy
some of your yearnings and aspira­
tions in 1987. If not. please complain
loud and clear We are here to serve
your interest.

—Dele Osundahunsi
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LABOUR- MANAGEMENT
RELATIONS AND NIGERIA’S
ECONOMIC RECOVERY —byTayoFashoyin

Introduction

“TWO remarkable developments
1 that took place in our industrial

relations system within the past 10
years are noteworthy First the
labour movement whose structure
was so chaotic and mimical to an
effective industrial relations practice
was reorganized along industrial
structure, from which emerged a
lew but generally large unions
capable of maximizing the benefits
of the collective bargaining process
Employers who were previously
indifferent to combinations suddenly
became interested, their reaction
being a logical and pragmatic
response to the emergence ol big
unions.

The consequence ol this develop-
. ment is equally significant for labour­
management relations. In nearly all
the industries in which employers'
associations have emerged multi
employer or industry-wide
bargaining structure. (i e
bargaining relationships involving
several employers on the one hand.
and one (sometimes more) union on
the other), was introduced This
meant a substantial centralization of
major labour relations issues, such
as wages and salaries, and other
conditions of employment
Correspondingly, there was a
dramatic decline both in the scope
and importance of enterprise or
company bargaining.'

The second development is. in
many respects, a reversal of some
ol the outcomes of the restructure.
Towards the end of the 1970s but
more noticeably at the beginning of
this decade, serious decline in the
economic fortunes ol this country 

became noticeable A systematic fall
m oil revenue, our principal source
of income, led to a chain of other
problems of monetary and fiscal
crises The accompanying fall in
industrial production and output led
to a rapid decline in employment
opportunities and a corresponding
increase in the rate ol unemploy­
ment. In the context of labour­
management relations, this develop­
ment produced a number of oppo­
site effects of the first development;
i e a marked decline in union mem­
bership and fiscal resources.
unemployment and. equally signifi­
cant. a move towards a centnlugal
relationship in which the emphasis
of labour relations became focussed
on the enterprise

This paper is therefore, concer­
ned with this latter development Let
us begin with a bnel remark on the
nature of labour and management
relations Next we will examine the
impact ol recent economic policies
on labour-management relations
and then the consequences for
wage determination and compensa­
tion management. Finally, we will
examine the challenges facing
labour-management relations in our
present situation.

Labour Relations: the Past and
Present

Conventionally, the belief has
been that labour-management
relations is built on the adversarial
concept, based on the conflictual
relationship between labour and
capital. This view arose from
opposing views on the purpose ol
trade unionism. The union is. on one
hand, seen as a cost-raising institu­
tion; primarily, because it imposes 

avoidable labour costs on emplo­
yers These costs constitute.
ironically, what labour regards as
gams towards the improvement of
the living standard of the workforce.
even though such costs are also a
reduction in the employer's profit In
other words, what amounts to a cost
to one party, in this case the
management is. in fact, a gam to the
other, that is. labour.

Therefore. the labour­
management relationship is built on
conflict which has become institu­
tionalized in the sense that conflict
forms part and parcel of labour
relations m the workplace As a cost-
raising institution, the union is worth
its name only if it studiously fought
for the improvement in conditions of
work of its members The resolve of
management to minimize the often
'excessive demands' of unions
invariably leads to conflict, with
adverse consequences on labour­
management relations and industrial
harmony However, this construct of
the relationship between labour and
management is rapidly changing
Let us examine the sources of this
development in our own context

As earlier noted, unfavourable
economic conditions arising
primarily from the decline in the oil
sector and accompanied by mis­
management of the country's
limited resources, led Io a chain of
other problems among which has
been unprecedented fall in industrial
output during the past 5 years The
result has been catastrophic for
industrial relations. Not only has the
rale of unemployment risen to
conservative proportion of f 1 per
cent, the structure ol unemployment
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They are facing a major challenge
for various reasons These include
the changing composition of the
workforce, the substantial decline in
the number of unionized
employees, the increased role of the
branch unions vis-a-vis the industrial
(national) union in addition, the
continuously increasing concern for
the quality of working I ife through
better working conditions and
working ■ environment which are
undoubtedly the logical response to
restrictive government policies on
compensation, have contributed to
a growing decentralization of
industrial relations and collective
bargaining at company and plant
levels in order to deal with labour
problems at their actual place of
occurrence.
Economic Performance and
Labour Relations

I propose to deal with this issue
from two standpoints First. I shall
examine how the economic
downturn has influenced labour
relations practice and second, I shall
examine the impact of the Structural
Adjustment- Programme (SAP) and.
the SFEM/FEM. on industrial rela-
lions.

Given the focus of industrial rela­
tions on enterprise labour-manage­
ment relations, there has developed
during the past few years, a ten-

ency to redefine the issues of
collective bargaining beyond the
customary ISSues of bread and
butter to include non-industrial
retations issues. These days, many
abour and management discus­
sions and negotiations have
focussed on such issues as
company's viability with specific
emphasis on the problem of raw
material procurement and human
resource utilization.

During the era of import licences
'or example, both unions and
management in such industries as
textiles and food beverages took
concerted effort to persuade
government to provide import
licenses required for the importation
of vital raw materials and machinery
in order to sustain industrial produc­

tion. In other words, both sides of
industry have become convinced
that corporate survival is essential
for individual or institutional
survival? With the introduction of the
Second Tier Foreign Exchange
Market (SFEM) and the merger of
the First and Second Tiers brings
into being the Foreign Exchange
Market (FEM), companies no longer
depend on import licenses for their
materials. Even then, this situation
has hardly diminished the resolve of
labour and management to jointly
find solutions to the economic
problems facing industry.

Furthermore, both sides have re­
ordered their priorities with a
noticeable shift from 'improvement
to 'sustainance' issues. That is to
say that the concern of labour anc
management is shifting from an
emphasis on more economic
benefits (wages salaries) to job
security. ' flexible manpower
utilization and to some extent, an
unconscious move towards
workers' participation. During the
period 1983-86. employees in
many establishments in both the
public and private sectors had their
benefits reduced while in some
cases, particularly in the public
sector, benefits were either frozen dr
Cancelled 3 Even in this period of
relaxed policy on benefits under the
1987 income guidelines, I am aware
that many establishments.
particularly in the public sector,
have either maintained the status
quo. i.e. maintained the freeze, or
they have given an undertaken to
restore benefits when their finances
improve. For exampip, the Ogun
State Government recently gave a
warning that it could not implement
the new income guidelines on fringe
benefits without adverse
consequences on employment 4

In our view, the economic
problem has-created a dilemma in
management-labour relations. In
many situations, the parties, but
mainly the unions, are being asked
to make a choice between two
undesirable alternatives, either to
accept reduced compensation in 

lias changed as a result of mass
retrenchment and redundancies in
companies that had been forced to
reduce capacity utilization by rates
ranging between 20 and 30 per
cent. In other words, employers
have been forced to dispense with
competent and experienced emplo-
cmL'n r°m they had '"vested
considerable resources

Reductions in workforce have
ring the past 5 years, constituted
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the workpface Xs ;elnOnS'°
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/ quen(ly' '"dividual company efforts

especially ,n the management of
human resources, tend to produce
PU'cker and more beneficial results
than the multi-employer approach

Expectedly, the economic decline
has put the unions on the defensive



lieu of retrenchment or maintain
existing levels of compensation with
substantially reduced workforce. As
some observers have noted, a
choice between these two alter­
natives is not only a difficult one
for unions to make, it makes the
latter unappealing to workers.5 This
is primarily because the threat of
unemployment always causes a
chilling effect on union militancy
while unfavourable economic condi­
tions often reduce their bargaining
power Given, therefore, the spate
of retrenchment, many union
leaders now spend a substantial
amount of time and effort in
persuading employers to maintain
existing workforce. In such
circumstances, the primary concern
of the union leaders is neither the
increment in the size of the
workforce, i.e. employment of those
outside the internal labour market
nor the demand for higher wages
and/or benefits As an illustration.
the Government of Ogun State, as
previously noted, blatantly told the
unions in April 1987 to choose
between promotion and job security
because, as it was put. "the
difference and choice is clear" 6

The idea of a choice between two
alternatives or more appropriately a
trade-off is a phenomenon
commonly referred to as concession
bargaining.' Typically, the union
and its members are made to agree
to either a low wage increase,
maintain or even a cut in existing
levels, and/or readjust other working
conditions and work rules in
exchange for other employment
terms, notably ,ob security and
pension rights. Concession
bargaining is. therefore, a manifes­
tation of changes in the economic
circumstances of the employer on
the one hand, and the employment
status of workers, on the other.

Approaches to concession bar­
gaining differ depending on the
circumstances of the parties6 In the
textile industry, for example,
approaches range from outright cut
in the levels of compensation to sub­

stantial changes in work rules. In the
Kaduna Textile which experienced
serious industrial crisis as a result of
economic downturn in 1982 — 85.
several agreements were signed du­
ring this period in order to save jobs.
Thus, following a major strike and
not in January 1984. an agreement
was reached between the manage­
ment and labour to reduce salaries
by 25 per cent until conditions of the
company improved. Some allowan­
ces were actually cancelled while
certain benefits were frozen on the
same principle
Similarly in the food, beverage and
tobacco, as well as .electrical
appliances and the health care
delivery sectors, employers and
trade unions agreed on plans
which, in the final analysis, reduced
compensation in order to save jobs

On the other hand, some agree­
ments simply asked for changes in
existing work rules, without resort to
tampering with compensation. For
example, in the United Textiles.
changes in disciplinary rules and
procedures gave management a
free hand in the enforcement of
discipline over bad work behaviour;
lateness, indolence and so forth
This agreement helped to shed off
unwanted workforce. The
importance of this approach is its
avoidance of the unpopular and
dispute-prone retrenchment plans. I
am aware that many organizations
have handled their labour relations
in this manner. Ironically,
however, there is no convincing
evidence that the option of reduced
compensation in lieu of job security
has actually kept workers on the
payroll. Our research has shown
that it has merely postponed
retrenchment and lay-c-rt while it
weakens union solidarity and
leadership authority. Take, for
example, the case of the Textile
Union whose membership declined
from over 200,000 in 1979 to about
80,000 in 1984. in spite of the series
of concession agreements that were
signed during 1983 and 1985. As
findings have shown, therefore.

concessions of various types have
not really saved jobs. All indications
point to their temporary nature: as
the recession bites harder.
companies that have opted for
reduced compensation unavoidably
resort to retrenchment and lay-offs.

A noteworthy example is Cadbury
which during 1983—85 combined a
series of measures in the manage­
ment of its human resources to
avoid retrenchment. During this
period, the company used work
relocation schemes, compulsory
leave, suspension of overtime and
weekend jobs, and flexibility in
management enforcement of work
rules, all in a desire to save jobs. The
effort of this company did pay off.
Throughout the 1983—85 period, it
maintained, exept for normal adjust­
ments. its employment level. But in
1986, the company resorted to
retrenchment1 Here is one company
that, in my view, has taken serious
steps to avoid retrenchment, but
had to employ the measure when it
proved unavoidable.

Finally, in the public sector, an
entirely different picture exists. To
start with, let us examine briefly, one
major case of ‘concession bargain­
ing' In March 1985, the Governor of
Imo State. Major-General Nwachu-
kwu introduced the controversial
"Imo Formula". The formula sought
to ensure that public sector
employees got their salaries as at
when due. a major policy objective
considering the spread of non­
payment of salaries among public
sector employers, particularly in the
civil services and, educational and
teaching sectors. Also, the Imo
Formula sought to rationalize public
funds while maintaining full employ­
ment. To achieve these objectives,
the formula stipulated that in any
given month, the State will distri­
bute its allocation for salaries
among all its employees and,
depending on the size of the State’s
revenue in a particular month, the
amount paid to each employee will
vary. The amount, theretore, could
be 50 per cent or more'of an
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employees are paid, usually
immedtaiely redundancies art
declared. For example, in the cast
of the PAN mentioned above, the
same medium through which
employees were made redundant
was used to inform them of where
and when to collect their entitle­
ments. In the public sector, on the
other hand, it is known that redun­
dant employees spend weeks and
months (sometimes up to a year)
before they get their entitlements in
a few sad cases, some employees
have died before their entitlements
were paid.

These shortcomings in the
management of redundancy in the
public sector is partly a reflection of
the bureaucratic nature of the public
sector and partly, a consequence of
the insolvency of the public sector
employers.

I now turn to the second'issue
which is the impact of the Structural
Adjustment Programme (SAP) on
labour-management relations. In
this respect, attention is focussed
primarily on the effect of the
Second-tier Foreign Exchange
Market (SFEM) The antecedent
situation leading to the introduction
of SFEM has been treated in an
earlier issue of this journal 10

Briefly put. the SAP emphasizes
the price mechanism as a means of
strengthening the existing demand
management policies while it seeks
to restructure and diversify the
production base on the oil sector

The SFEM which is one of the mam
instruments towards a more realistic
exchange rate of the naira is an
aspect of the financial market for the
buying and selling of foreign
exchange at market-determined
rates In other words, the SFEM is
guided by the free market forces of
supply and demand.

Although the effects of SFEM on
industrial relations are numerous.
we shall confine our remarks to the
labour management relationship.
The main area in which SFEM
affects labour relations is through
the collective bargaining process

of our argument that cuts in com­
pensation, particularly in the private
sector, have not abated the
incidences of retrenchment. I must
add that .realistic efforts are
generally made either to prevent
retrenchment or where these
became inevitable, to ensure that
redundant employees are
adequately compensated Thus, in
many industries such as automobile.
textiles, shop and distributive.
metallic and non-metallic, employers
resorted to various forms of arrange­
ments to reduce hours of work or
the work-week After the Peugeot
Automobile of Nigeria (PAN)
reduced its workforce by nearly 50
per cent m November 1986. the
work week was reduced to 3 days
for some categories of workers.
while another category was put on
compulsory leave9 Although there
was a corresponding reduction in
the size of the wages or salaries of
the affected employees to reflect the
number of hours worked, the
determination to keep workers on
the payroll constitutes a major policy
which seeks to limit the spread and
scope of retrenchment.

Other establishments that
operated the shift system either
reduced the number of shifts from
say three to two. or have totally
abolished the system Yet in some
other establishments, while shifts
were retained, working hours were
reduced by half or less. The mam
objective of these various

pproaches was to evolve some
orm of work-sharing among the

workforce and thereby save jobs

mewtabi r6dundancies became
redunda 'n thS PnVate Sector'
and ncy and gratuity payments.
pavmln,a ’eW Cases Pension
between |S’k Were neg°tialed

In he n h management' the public sector, there is a well-
?™9?lyand pension pol,cy'

PUbUr d "nC,'On belWeen lha
SDeed Pr'Va,e SeC'°rS IS 'hO
®P®ad which redundant
employees get paid off. For in the
Pnvate sector, all redundant

employee's salary for that month.9
But. as we are all aware, this formula
d'd nol protect jobs as was
envisaged

For the generality of the public
sector, my findings suggest that the
term concession bargaining’ is
indeed a misnomer because m
cases of compensation or workforce
eduction, no bargaining actually
^-ooS^~

benXerSrbT'uaneo,heCU,,n

formed of (employers’)"^

"en|s intentions to reduce
B-d«.PractX

s,...... PUb 10 Seotor employment
w,th reg7rd7oTnSatl°nS Were not
bT Pr manl °t hXeeC"°nO,,ObS

y io reduce wage bills,

announced by the WaS
adm.mstraton ,n Nn ' d'a9b0n
This review N ember '984
reduction, a freezes" lhe
benefits and an cance'lation of
employees r?*68 paid
included leave ,UC? benef,ts
allowances and ,ransPort
Among the benefiMhA|Cal ,aC''"'eS
were overseas m Were ,rozen
disturbance alln °f ,anl'lles-
accident bonus0Tn? and "Pn-
expenses. hle incidental
allowances and suLw cloth'n9
were all cancelled a d'2ed lunch
other public sen! As '* IS true °*
main objective of dpemployers- the
a'‘he federal level was toredbenef',S
wa9e bill due to declonn Ce'he
was not done to >Irevenue’"
n the public sector geneL'T*’
e^X-p-S

is equally true that in many esta
federarV ,be S,ates a"b
hono n adm,n'strations. these
benefits are yet to be restored while
cases of workforce reduction are
still common.

To forestall any misunderstanding 

MANAGEMENT IN NIGERIA NOVEMBER/DECEMBER, 1987



Collective bargaining is the mam
machinery through which
employers and unions (representing
workers and employees) adjust
employment conditions. In a capita­
list economy such as ours, collective
bargaining is so important because
it is based on the confhctual interest
of labour and capital. When the
labour movement was restructured
m 1978, practically all the unions
that emerged pursued the collective
bargaining objective with vigour
while much of the'size and scope of
salaries and benefits that we enjoy
today are a result of the various
negotiations that took place
between 1979 and 1982. However.
these negotiations took place
between labour and management
within the framework of the incomes
policy programme which was
introduced in 1976, following the
unfavourable impact of certain
economic and social policies of the
post civil war period which aggra­
vated inflation." Thus, negotiations
on wages, salaries and benefits
were permitted within limits imposed
under incomes policy guidelines. At
the time, the salary of the lowest
income earner in the public sector
rose by 108.3 per cent white that of
the highest income earner rose by
8.8 per cent during the 1975—1982
period.

Between 1983 and 1986 how­
ever. a freeze on wagesand salaries
was imposed. This freeze since
1983 is the only consistent feature of
incomes policy guidelines.
Ironically, the rate of inflation (which
I admit we do not know because
official published statistics are not
reliable), has undoubtedly risen
higher during the freeze period than
as at 1976. As we all know, this
freeze has only .been partially
relaxed this year, to allow employers
and labour to negotiate on upward
increase in benefits.

The objective of incomes policy,
in so far as wage and salary controls
is concerned, is now questionable.
In theory, an incomes policy or
wage restraint programme seeks to
control the pressure of wage and 

salary incomes on the price level by
reducing the disposable income of
workers. However, the concrete
evidence on the effect of wages and
salaries on inflation is that the former
has an inflationary bias, but it is
important to stress that the Nigerian
inflation ought to be adduced to
other factors, such as the disequili­
brium between demand and supply
of goods, structural limitations in the
economy, especially infrastructural
inadequacies which restrict the
productive capacity of companies.
and the equally unsatisfactory
method of wage determination.

The argument, therefore, is that
the relevance of the wage control
policy is now, more than before,
very tenuous, partly because the
policy has lost its direction and
partly because the circumstance of
the ebonomy now dictates a
relaxation of control measures. I
shall explain the latter further. Given
that the spirit of the Structural Adjust­
ment Programme is to stress the
free market mechanism of supply
and demand. continued
enforcement of strict ■ controls on
wages and salaries is contradictory
to the principal objective of both the
SAP and SFEM. In other words,
since our economy is being deregu­
lated. controls on wages and
salaries should be similarly relaxed.

Admittedly, it is unwise to return to
an unrestrained collective
bargaining as neither party will be
better off for it. It is entirely possible
and feasible for labour and manage­
ment to be able to. exercise some
amount of freedom on the adjust­
ment of wages, salaries and
benefits. Where this is done.
Government might, through the
Productivity. Prices and Incomes
Board, insist on vetting agreements
before they are implemented as the
PPIB currently does.
Wage Determination and Compen­
sation in the Public Sector

One issue of enduring debate,
concerns the relevance of, in the
context of our present economic
situation, the unified salary system
which was introduced in the public 

sector in 1974, following Govern­
ment's acceptance of the Udoji
Commission Report Under the
unified salary system, the wage/
salary structure for all employers in
the public sector, i.e. the civil
services of the federal and- state
governments and most parastatals
is the same, as given in grade levels
1 to 17 This system came under the
attack of some state governments
during the brief civilian
administration of 1979—83. and has
recently been an issue of public
debate following Governor
Akhigbe’s (Lagos State) expressed
concern about its current rele­
vance.

The unified structure was intro­
duced by the Gowon (military)
administration which, like all military
governments, including the present
Babangida administration, operated
a fairly uniform development stra­
tegy. In such a system, state govern­
ments’ development policies and
programmes are, for the most part,
a microcosm of the federal govern­
ment's programme. Furthermore, in
a military era, greater emphasis is
placed on centralized social policies
and objectives. Consider, for
example, the Babangida's policy on
rural development which is
embraced by all slate governments
without question In short, there is
hardly any room for marked diver­
gences as to the priority or
emphasis of development policies in
a military administration.

Two forces have undermined this
development strategy. First the
return to civilian administration and
the presidential system of govern­
ment gave considerable leverage to
individual states in the formulation
and execution of development
programmes along the lines
dictated by each government’s
ideological commitment, political
leaning, resources and what a par­
ticular state government saw as
politically feasible or important at a
particular point in time. Second.
though additionally, even in the
military era of today, there are wide
and noticeable differences in the
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allow states to vary their compensa­
tion packages in a manner that
reflects their peculiar circumstances.
Note that I have here used the term
'compensation' as an all-embracing
concept than the 'wage structure'.
Under a flexible compensation
package, a state may decide, for
example, to pay its permanent
secretaries, a rate that is clearly
below what another state pays, but
compensate for the difference in
other aspects of the total compensa­
tion package. The range of items in
such a compensation package is
necessarily wideliut the elements or
items must <be good enough to
motivate employees to higher
productivity. On balance, the typical
employee will evaluate the total
compensation rather than concen­
trate on the single, though important
wage/salary element.
The Challenge of Management-
Labour Relations

In the loregoing, we have outlinec
some of the effects of our current
economic situation on the labour­
management relationship. These
effects are. in many respects.

j challenges to both sides of industry
As a result of the serious economic
difficulties facing our country, the
need has now arisen for manage­
ment. unions and-their members to
move away from their adversarial
roles towards co-operation, collabo­
ration and. commitment in order to
be able to solve the survival pro­
blems of industry. This re-orientation
has become imperative because the
Structural Adjustment Programme
has fundamental implications for
labour-management relations. It
requires, among others, greater
commitment of labour and
management to improve producti­
vity and innovation, and to show
greater flexibility in the management
of human resources.

The challenge posed by a
competitive free market system
requires that labour and
management must direct their colle­
ctive energies towards the creation
of an environment- that makes

I financial fortunes of the states, as <
' given primarily by the level of indus- i
i trialization which largely determines
the tax base from which state
governments get both direct and
indirect tax revenues. Besides, the
labour markets facing state
governments are differentiated and
varied, particularly in the case of
new states like Ondo, and local
governments which are only just
developing their urban centres.

The point of contention is that
state governments. being
employers of labour, should be free
to determine (preferably negotiate)
the wages which they pay to their
employees, just as private sector
employers, such as the UAC. does
with its employees. Thus, given the
explanation on the varying sources
of revenue available to states, is it
economically feasible and
defensible for a state like Ondo, to

I pay its employees the same salary

grade levels as would Lagos State
or the Federal Government?

If the answer to this purely econo­
mic question is 'No', then by what
criteria shall states determine their
compensation packages? I am
myself convinced that neither of
these questions addresses the issue.
For. it states were to pay different
salaries to permanent secretaries.
for example, it will undoubtedly
pose other labour market problems.
A young man in Ondo State who
seeks a career in the civil service
and aspires to become a permanent
secretary will probably not stay

I where a permanent secretary's
I salary is not comparable with his
I counterpart in say. Lagos State.
I Additionally, a state government
I whose wage structure is not compe-
I titive or comparable with those of
I other employers will not be able to
I attract and retain good, efficient and
I experienced employees, precisely
I for the same reason.
I The solution to the problem is.

j therefore, not merely scrapping the
■ unified salary system. A more effec-

I five and realistic approach is to
J introduce flexibility m the wage

I determination process such as to 

possible the manufacture of products
that are desirable by consumers
This will, in turn, enhance organiza­
tional and individual goals. This

means that our rapidly changing
economic system demands that to
survive, both sides of industry must
continually improve performance, or
else companies will find themselves
unable to meet the challenges of the
new economic system and the tast­
es of consumers which are probably
changing. Obviously, the survivalor
organizations that are unable to
adapt to the changing economic cli­
mate is precarious. Indeed, one of
the salient aims of the SAP is to re­
ward efficient firms and punish the

inefficient ones!
By improved productivityano per­

formance. I do not necessary mean
that people must work harder. What
is required is that improvement must
come from finding better ways to
perform job functions. This can be
achieved by means of team-work for
common-goal, that is. the survival of
the organization in which labour and

management are stakeholders.
The emerging climate of labour

relations, therefore, calls for labour­
management co-operation at the
enterprise and plant levels. The
emphasis on enterprise level co­
operation is a desirable objective, as
it generally increases the effective­
ness of the organization. Where this
relationship is evolved, changes eah
be easily made in work methods
and procedures; employees tenfi to
be highly motivated .and the work­
place becomes a more desirable I

place to work, thus increasmg the
Organization's r^J...... r'r'r'A
employees, while the latter's ideas
may yield improved products and/or

outputIn this respect, it seems highly
desirable that joint committees and
consultative bodies that exist in
many organizations- should be
revived and enhanced to take on
the challenoe of current economic
realities within the framework of
workplace industrial relations. Such
committees are more effective at the 
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plant level and they should involve
those that take part in day-to-day
productive processes. The objectives
of joint committees should be to in­
crease the productivity of a compa­
ny's resources and enhance the or­
ganization's competitiveness in the
labour and product markets.
improve the image of labour and
management relations, promote
labourmanagement cooperation
and communication, enhance
labour stability and job opportuni­
ties. as well as promote the quality of
work life.

It should be made explicit that
joint committees are not necessarily
a replacement ol collective bargain­
ing; rather, it is a supplement to the
process I admit that the evolution of
employer-employee committees
may raise anxieties among trade
union officials; such concern is
entirely unnecessary, though union
leaders must adapt and develop
ways in which unions can play
meaningful roles in the context of
labour-management relations and
co-operation. Industrial union
leaders must provide supportive
services to their members at the
enterprise level in order to sustain
the latter's interest and commitment
to the unions. They can do this by
directing their energies to the
provision of welfare services to
members, and then concentrate on
the defined issues of negotiation at
the industry-level, but should not
interfere with employer-employee
.arrangements to enhance
■productiv.ty. job commitment and
satisfaction

though the foregoing ideas are
equally relevant to the public sector.
it is observed that the environment
of labour relations is understandably
different from what obtains in the
pnvate’sector.

Historically, neither collective
bargaining nor labour-management
relations has functioned properly in
the public sector and specifically in
the civil service The reasons for- this
are numerous They include the

very nature of government as an
employer, though a special one due
to its often conflicting responsibilities
as a sovereign and manager or
mediator of labour relations; the
preference of government for semi-
judicial wage tribunate and the
intervening roles of government
departments in labour-management
relations.12 For these and many
more institutional and environmental
reasons, unilateral determination
has been an important feature of
labour relations in the public sector
but particularly'in the civil service.

During the past 4 or 5 years,
employment practices in
government establishments have
moved towards greater unilateral
determination, leading to a near
collapse of the bargaining
machinery. Two recent examples
can be given. In December 1984,
the government announced cuts in
fringe benefits and claimed that the
new rates had the suppon of the
labour unions. Almost,immediately
the announcement was made, the
labour, leaders denied ever
agreeing to the cuts; that they were
summoned to a meeting at which
government intentions were made
known to them, but that they were
unequivocally opposed to the cuts.
In much the same fashion, in
December 1986. many of the
benefits were re-introduced, in
some cases with adjustments
upwards. Again, these adjustments
were not a result of negotiations
between labour and management.

Although the environment of
labour-management relations is
admittedly different and no sane
man can recommend the private
sector model for the public sector,
all the same, to forestall any misun­
derstanding. the principle of bilateral
relationship ought to be recognized
and practised within the peculiar
context of public sector employment
relations. The need for bilateral
relationship is greater now than ever
before because the economic diffi­
culties make it imperative that
consultation through a tripartite
approach among the social partners

should be evolved in order to find
solutions to the serious industrial
relations problems brought about
by unemployment and inflation

In conclusion, let me re­
emphasize the need for
collaborative approaches and joint
labour and management efforts in
solving the economic and industrial
relations problems brought about
by recent economic policies, I
believe that unions and their
members have genuine reasons for
collaborating with management and
government in the pursuit of
economic recovery. Undoubtedly, a
de-emphasis of the confliCtual
concept and confrontational tactics
will promote mutual trust, co­
operation and create a favourable
environment for working towards
the survival of their organizations.
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50. M. 0. Ajayi, AMNIM
51 J. A. Ajileye, AMNIM

52. F. B. Ajiteru, AMNIM

53. G. A. Akanbi, AMNIM
54. D. F. Akerejola, AMNIM
55. S S Akhigbe. AMNIM
56 I A. Akmbode. AMNIM
57 Yomi Akinnola. AMNIM
58. C. A Akmlua. AMNIM
59. S. 0 Akmwunmi, AMNIM
60 PA. Akinyede. AMNIM
61. J. J Akpanekon. AMNIM

62. O. J Alabi, AMNIM
63 G. S. Aladeojobi. AMNIM
64. C A. Alab (Mrs). AMNIM
65. D. U. ALi. AMNIM
66. M. A. Aliu, AMNIM

67. J. O. Aluko. AMNIM

68. M. A. Aluko. AMNIM

69. D E. Amadasu. AMNIM

70. Dr. (Mrs) E. E. A. Amechi. AMNIM

71. G. Amissah. AMNIM

72. N. K. Amobi. AMNIM
73. J. J Anago, AMNIM
74. J. A Anaza, MNIM
75. C. I. Anegbe, AMNIM

76. M. Anibaba, AMNIM
77. L 0. G. Anyanwu. AMNIM

Dept, of Marketing, Purchasing & Supply, Kaduna
Polytechnic, Kaduna.
P.O. Box 850, Oshodi. Lagos.
c/o S. A. Akinfaloye, P.O. Box 1101, Akure.
12. Brown Street. P.O. Box 286, Oshodi. Lagos
P.O. Box 4707. Lagos.
P.O. Box 1941, Enugu.
SCOA Textile, 144, Nnamdi Azikiwe Street. Lagos.
1.3, & 5. Olabisi Street, Memde Village. Maryland-lkeja.

P.M.B. 1215, Benin City.
Imo State Library Board. P.M.B. 1118. Owefri, Imo State.

6. Ashanti Road. P.O. Box 357, Apapa.
N. P. R. C. Limited. P.O. Box 585. Port Harcourt.
P.O. Box 709. Festac Town. Lagos.
Niger River Basin Dev. Authority. P.M.B. 1529. Ilonn.

Kwara State.
c/o Mrs E. 0. Oyediran. General Post Office.
Dugbe—Ibadan.
17. Ajao Road, Surulere. Lagos.
N. Y. S. C. Secretariat, 32/34. Opebi Road. Ikeja.

P.O Box 459. Mushin.
Office of the Head of Service. Manpower Developmen

Dept. 33. Moloney Street. Lagos.
New Town dev Authority. Eti-Osa Local Governmen .
Maroko—Lagos.
P.O. Box 2646, Lagos.
P.O. Box 412. Okene—Kwara State
Rufai and Sons Limited. P.O. Box 600. Kano.
Dept, of A. E & R S„ Obafemi Awolowo University, lie-

P 0 Box 2495, Surulere. Lagos.
P.O Box 5084. Ibadan.
5th Floor. Investment House. 21/25. Broad Street, ag

P 0 Box 40. Mushin
West African Breweries Ltd.. P.O. Box 91. Abeokuta

c/o P.O Box 7692, Bodija-lbadan.
P.O Box 985, lke|a.
81. Habere Avenue, Ikoyi. Lagos.
Raleigh Industries Limited. P O. Box 2043. Port Harcour.
Dept, of Educational MGT.. Faculty of Education. Umversty
of Ibadan. Ibadan n
Ila Local Govt. Secretariat. P.M.B. 201. Ila Orangun. Oyo

State. y
P.O. Box 12757, North Texas State University Denton ix
76203. U.S.A.
Dept, of MGT. Accounting. Faculty of Admin.. Obafemi
Awolowo University, He He.
Dept of Business Admin. & Management. Inst, of MGT &
Technology. P.M.B. 1079..Enugu
United Bank for Africa Ltd . 4. Akpakpava Street. Benin
City
116. Oba Adetona Street. Ilupeju
NOLCHEM. P MB. 3012. Kano.
P.O Box 1241, Apapa,
Federal College of Education & Technology. P.M.B. 60.
Gombe—Bauchi State.
c/o M O Anibaba. 51. Adelabu Street. Surulere. Lagos.
Federal Inland Revenue Dept. 223. Herbert Macaulay
Street. P.M B 2002. Yaba
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121.
122.
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Mrs F. E. Archibong. AMNIM
L. K. K. Are, AMNIM
M. 0. Areh. AMNIM

41 Glover Road. Ikoyi.
RFw^nAvenue' APaPa-

AC Limited, 1, Commercial Road. P.M.B. 1016,

A. M. Argungu. AMNIM MPapa.
Finance Dept., Sokoto University Techning Hospital,

A 0. Anyibi. AMNIM
K. E Arua. AMNIM P 0 Box 2979, Ikeja.

o (N|9 ) Limited. Room 836. Freeman House,
E ’ E. Arubayi.AMNIM
M Asamoah-Manu. AMNIM

2V22. Manna. Lagos.
RMTl, P.m B 1343 ||0rln_Kwara state.

EDO Atuanya. AMNIM
S V 0 Atuge. AMNIM

□ , °°l of business Studies College of Science & Tech.
It5080' Pon Harcourt.

tUOASONS & CO, P.O. Box-4120. Lagos.
. asl Afr|can Portland Cement Company Limited, P.O. Box

A. Audu. AMNIM
F D. V Audu. AMNIM

1°°1. Lagos.
P A N. P.MB. 12034. Lagos.
, iy T|mes of (Nig.) Ltd, 3, Kakawa Street, P.O. Box 139,

S B Awonusi. AMNIM
L G Ayamu. AMNIM
Mrs O Ayantugu. AMNIM
S A Ayodeji, MNIM
J K Babatunde. AMNIM
0 S Babatunde. AMNIM
Z O Baknn, AMNIM
-t. I R Bamaiy.. AMNIM

Martin Street. Lawanson, Surulere. Lagos.
39 ck°X 1167, Surulere, Lagos.

4. bhipeolu Street. Palm Grove—Shomolu, Lagos.
. Caulcrick Road. Apapa.

nural Electricity Board. P M B. 67. Marina.
PO Box 1063. Ikeja.
Pnilip Morns (Nig.) Ltd . P.O Box 106, llorin.

igenan Army. Command & Staff College. Jaji—Kaduna

A Barber. AMNIM c/o Decca.Services (Nig.) Ltd P M.B. 21602. Ikeja.

0 A Bashorun AMNIM
A O Bello. AMNIM
T. O Bello. AMNIM
Q I A Bngrami. AMNIM
0. Bola Sadipe. AMNIM
Prof A E Boyo. MNIM
A’ G A Buraimoh. AMNIM
N S Chadha. AMNIM
R O Chioma. AMNIM
V Chopra. AMNIM
D 0 Chuke, AMNIM
C. E. Chukwu, AMNIM
S A Dada. AMNIM
A O Dada. AMNIM

ELF Marketing (Nig ) Ltd. 33. Creek Road. Apapa.
L> p. s B C . P M B 709. Akure

. rankhn Road. Ebute-Metta. Lagos.
Management Studies. The Polytechnic. Ibadan.

° Box 1219, Ikeja
PO Box 1426. Lagos
P° Box 5271. Lag0S.
Lfept. of Marketing. P.M.B. 1375, llorin.
'P°n (Nig.) Ltd, P.O. Box 841, Port Harcourt.
O ROX!32-ApaPa-

Box 100044. Enugu
Nat B |1 ?558, lkoy1, Lag°s State.
r Educatlonal Tech. Centre, Hospital Road, Kaduna

B G Dahoro. AMNIM
S T Dogonyaro. AMNIM

C E Dorgu, AMNIM
I. A. A Edeki. AMNIM
T. T. O. Efunkoya. AMNIM

C^M. D . P.O Box 7648, Lagos.
ommercial Dept .N A.A, P.M.B. 1607, Ikeja.

, n,P°'0 Business. The Polytechnic of Sokoto. P.M.B.
1034. Birnin—Kebbi.
p neoASS°C'ates’ P M B- 1277- Benin City.

Box 13, Ogbelaka Street. Benin City.
p-B.A.I.C, Araromi Rubber Estate, P.O. Box 253.

T-. O Efunnuga. AMNIM ijebu-Ode.
U T.c. (Nig.) Limited, 23/27, Wharf Road. P.M.B. 1005,

M. M. Egbujie, AMNIM
U G. Egbuziem. AMNIM p Q. Box 878, Ikeja.

Federal Ministry of Transport & Aviation, P.M.B. 12577, !

W P O Eghobamien. AMNIM
0 E E Egwunwu, AMNIM

P.O. Box 196. Suleja.
33. Alawode Street. Ikate. Surulere, Lagos.
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134.
135.
136.
137
138
139.
140
141

142.

143
144

145
146
147
148.
149

150
151
152
153

M A Eigbe. AMNIM
0. J. Ekanem. AMNIM

I A. Ekpe. MNIM
E E Ekong. AMNIM

E Ekpeyong, AMNIM
V 0 Ekwute. AMNIM
B A Elutilo. AMNIM
I F Emeagwah. AMNIM

P C Emesih. AMNIM

v N Enape. AMNIM
Mal°r J A. Ero. AMNIM
0. 0 Esan, AMNIM
Dr 0. A. Esiemokai. AMNIM
S' P- Essang. AMNIM
s 0 Eyefian. AMNIM
M B Eyp. AMNIM
D 0 Eze, AMNIM
E U Ezekwe. AMNIM
p C. Ezeli. AMNIM

A C Ezenwamelaku. AMNIM

J I Ezeoke. AMNIM
h'el E. O Fadairo. MNIM

A M Fadeyi. AMNIM
° Fadipe. AMNIM
B Fajemilua. AMNIM

., O. Faluyi. AMNIM
rs R M Famuyiwa. AMNIM

A A Fan. AMNIM
V O Fasae. AMNIM
., ’ ° Eashegha. AMNIM
v u Fashina. AMNIM

(154. O F. Folannle. AMNIM
155 S. A Galadima, AMNIM
156. J O. Gbede. AMNIM
157 L A. Gbadamosi. AMNIM
158 O Glover. AMNIM
159 GE. Gory. AMNIM
160 N. A. Hayman. AMNIM
161. AT Ibinayo. AMNIM
162 A Ibrahim. AMNIM
163 E. S Idiong. AMNIM
164. E. N. Igbokwe. MNIM
165. D E. Igwe. AMNIM

166 J N l/eaka. AMNIM
167 iv. q. q Ikanone. AMNIM
168 PN Ikeh. AMNIM

L. B N. Limited. Marketing Dept.. P.O. Box 15. Apapa.
Leventis Stores Limited. Provision Dept., Iddo House.
Lagos.
Mainland Hotel. PO. Box 2158. Lagos.
Post Graduate Hostel. K' 18. Ekewan Campus. University
of Benin. Benin City.
Ministry of Ind & Tourism. 105. Calabar Road. Calabar
Estate Management Dept.. 4.0, Balogun Street. Lagos.
13. Jadesola-Shodi Street. Aguda—Surulere. Lagos.
Ogilvy Benson & Matter (Nig.) Limited. Investment House.
21/25, Broad Street. Lagos.
381. Ubberley Road. Bentilee, Stoke—On Trent Staff. ST2.
OHA. England.
House of Assembly, P.M.B. 2356. Makurdi.
14. Field Engineers Regiment. P.M.B. 1118. Apapa.
Ministry of Agric & Natural Resources, P.M.B. 1028, Ikeja.

P.O. Box 1254. Benin City.
12. Infantry Workshop Nigerian Army. MINNA.
P.O Box 43. Adeja—via Warn. Bendel State
16. Portland Rise. London. N4 2PP
Milverton Insurance Co. Ltd.. 116. Calabar Road, Calabar.
c/o Coatex (Nigeria) Limited P.0 Box 747. Owern.
Akindeinde Allot & Lomax (Nigeria) Limited. P.O. Box 15

Abeokuta
Ferdinand Ind (Nig ) Ltd . PO Box 123. Urualla. Ideator

L.G A . Imo State
17. Williams Street. Aguda. Surulere. Iagos
Daily Times (Nig ) Ltd.. New Isheri Road P M B 21340

Ikeja.
PO Box 52287 Falomo—Ikoyi. Lagos
F B N Lagos Training PO Box 1021. Lagos
Ondo State Water Corp . P M B 531. Ondo
G E C. (Telecomm) PO Box 2213. Apapa
National Postgraduate Medical College. P M B 12003
Lagos.
N I D B. PM B 2141. Kaduna
Sandoz (Nigeria) Limited. P O Box 224 Apapa
Ministry of Works & Survey P M B 3068. Kano
16/20. Onalowokan Street. Morocco—Basua Shomolu
Lagos
Smurfit Printing (Nig) Ltd . P 0 Box 156. Ikeja
Ministry of Trade & Industry. Minna
6. Adebambo Street Obamkoro. Ikorodu Road Lagos
PO Box 344 Ikorodu
4. Aymde Giwa Street Surulere Lagos
Ibru Organisation PMB 1155 Apapa J
P M B 2014. Lagos
c/o Mr B 0 Shittu P O Bo'x 50115 Falomo. P 0 . Ikoyi
NT T. PMB 2191. Kaduna
3 O Box 436. Ikot Ekpene Cross River State.
Imo Newspapers Limited Owerri
4. Etugbo Lane, via Laymka Street. Aiyetoro—Ajegunle.
Apapa
Standard Polyplast PO Box 432 Umualna
PMB 1155 Oshodi
PMB 12684. Lagos
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169. P. 0 Inegbedion. AMNIM Nigerian Wire Industries Ltd., P.O Box 50, Ikeja.
170. S U. 0. Ininje, AMNIM Nigerian Pools Co. Ltd . P O. Box 2453, Lagos.
171. E I. Inwang. AMNIM Federal Polytechnic, School of Management, P.M.B. 2223.

Yola.
172. I N. Inya. AMNIM Office of the Governor Parastatals Dept., Calabar.
173 Mrs C M E Inyang. AMNIM University of Calabar Teaching Hospital St Margaret

Annexe. Calabar
174 L A. Inyang. AMNIM Dept, of Customs & Excise. P.O. Box 1027, Ikeja,
175 B. A. Iwambe. AMNIM Ministry of Finance & Economic Planning, P.M.B. 102101.

Makurdi—Benue State.

176 G. 0. Iwuala, AMNIM P O Box 1125, Owern, Imo State
177 MAO Izekor. MNIM Ibru Organisation. P.M.B. 1155. Apapa.
178. C M Jack. AMNIM 4th Avenue. 401, Road. ‘C Close, Block 2. Flat 2, P.O.

Box 2708. Fesrac Town.
179 J. Kalegha (Esq). AMNIM Enterprising Consultanting Group Limited, 69C, Ajao Street

P.O Box 6868. Lagos
180. M. A. Kareem. AMNIM NEWDEVCO Finance Services Limited, P O. Box 151,

Kafuna
181 Mrs 0. A. Kehmde. AMNIM P O Box 3944. Surulere
182. R. 0. Khalidson. MNIM N E T . PO Box 1973. Lagos
183. P J Kissane. AMNIM Flat 2. 51, Mission Road. Cremorme. New South Wales

2090, Australia
184. T O Kolade. AMNIM P.O. Box 9165. Lagos
185 R M Kupolati, AMNIM Command & Staff College. P.M.B. 2128, Jaji
186 Mrs A S Kusamotu. AMNIM A. C B. Limited, Ijora Branch. P M B. 1008. Apapa.
187 J Kuye. AMNIM Ondo State Television Corp. P M B 782. Akure.
188 E. 0. Kuye. AMNIM 176. Herbert Macaulay Street. Yaba.
189 Alhaji M A. Laguda. AMNIM 19 Basheer Augusto Street, off Bode Thomas/Eric Manuel.

Surulere.

190 J O Latunji. AMNIM G.P.O. Box 10509, Dugbe—Ibadan
191 A M Lawai AMNIM Basic Training Wing Police College. Ikeja.
192 Sq Ldr T A Lawai. AMNIM PO Box 1786, Ikeja.
193 LAB Lawai. AMNIM Hqr Training Command. Nigeria Air Force. Kaduna
194 R. M. Lawson-Jack, AMNIM 45. Accra Street, Port Harcourt
195 M A Leigh. AMNIM P.0. Box 763. Surulere
196 R A Lmgnau. AMNIM 5, Ijora Causeway, P.O. Box 192, Lagos.
197 S A Maagbe. AMNIM P.M.B 2084. Jos.
198. Mohammed Madaki. AMNIM Lake Chad Hotel Limited. P.O. Box 368, Maiduguri.
199 S O Madubuaku. MNIM Vice Chancellor’s Office (Planning Unit) University of

Nigeria, Nsukka, Enugu
200 B C Madukwe. AMNIM Bayer Pharmaceutical Nig. Ltd P.O Box 250. Apapa.
201 O Makanjuola. AMNIM P.O. Box 442, Ikeja
202 O Makaniuola. AMNIM UBA Limited. P.M.B. 1142, Benin City.
203 M G Mailafiya. AMNIM Metropolitan Building P M B 1600 Maiduguri.
204. O A Maiekodunmi. AMNIM PO. Box 8252. Lagos.
205. S D Makama. MNIM Plateau Publishing Co Ltd PMB 2112. Jos.
206. Mrs F M Masha. AMNIM 77. Ibidun Street, Surulere
207. S I Metu. AMNIM P O Box 540, Festac Town. Badagry Road, Lagos.
208. E C Mgbokwere. AMNIM SEMAC Limited, 1 A, Ahmadu Bello Way, Kaduna.
209. C P V. Mobee. AMNIM PO Box 8872. G.P.O Marina—Lagos.
210 R O Modupe. AMNIM Ministry of Works & Transport. Akure.
211 D Mohammed. AMNIM Associated Tractional (Nig.) Ltd.. 60. Maganda Road. P.O.

Box 815, Kano.

212 Mrs F O Mohammed. AMNIM 23. Ogunlana Drive. Surulere.

213 K A. Mohammed. AMNIM P.M B 2346. Sokoto
214 Y B Mohammed. AMNIM N.N.S.C. 29. Burma Road. Apapa______________________
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215. H. T. Molokwu, MNIM
216. 0. O. Mcluga, AMNIM
217. N. V. Monyei, AMNIM
218. F O. Mukoro, AMNIM
219. K. H. Nagelsehmitz, MNIM
220 J. A Nairn, AMNIM
221 Ebong E Ndada. AMNIM
222 P. C Ndukwe. AMNIM
223 A A Nebedum. AMNIM
224. N. E. Ngenegbo, MNIM
225 Mrs C. Njoku. AMNIM
226 J O Njoku. AMNIM
227 K U. Nkume. AMNIM
228 W. C. Nwachukwu. AMNIM

229. F. O Nwagbo, AMNIM
230. L. N. Nwaugbor. AMNIM
231 A C. Nwoko. AMNIM

232. I. M. Nwokoma. AMNIM
233 I. D. Nworji, AMNIM
234. J I. Nwume. AMNIM
235 E D Nyiam. AMNIM

236. N. O Nze, AMNIM
237 C. G. Nzewi. AMNIM

238. F K Obalaja. AMNIM
239 D E. Obasi. AMNIM

240. M. Obaye, AMNIM
241. F. O. S. Obayiuwana. AMNIM

242 O. 0. Obayomi, AMNIM

243. I C. Obi. AMNIM
244. F. A. Obi. AMNIM
245 N. C. Obuh, AMNIM
246. R. R. Odejayi, AMNIM
247. M. 0. Odeyemi, AMNIM

1 248. 0. A. Odubogun, AMNIM
j 249 S. E. Odubu. AMNIM
1 250. Mrs P. 0. Odufuye,
j 251. Jacob A. Odulaya. AMNIM
1 252. A. 0. Oduneye, AMNIM/ 253.

B. A. Oduwole, AMNIM

I 254' 0. J. Ogbode, AMNIM
' 255 Chief 0. V. Oghojafor. AMNIM

1 256. P. N Oguejiofor. AMNIM
1 257. 0. J. K. Ogundele, AMNIM
' 258- A. T. Ogunade. AMNIM

259. G. 0 Ogunlola, AMNIM
1 260.

261. 3. A Ogunneye. AMNIM
262. . B. Ogunsuyi, AMNIM

P.M.B. 12574, Benin City.
1, Falolu Road, Surulere.
P.O. Box 3453, Benin City.
Petroleum Training Inst. P.M.B. 1116, Warri.
1. Jibowu Street. Ikorodu Road. Yaba.
140, Calabar Road. Calabar.
N.P.R.C., P.O. Box 585, Alesa-Eleme Port Harcourt.
May & Baker (Nigeria) Ltd., P.O. Box 373. Aba. ■
202, Bruke Hall, University of Pitts. Pittsburgh.
Board of Internal Revenue. Hqrs Office. Enugu.
P.O. Box 9227, Lagos.
Ministry of Commerce & Ind P.O. Box 1262. Owern.
7B. Omke Road. Yaba, P O. Box 1451. Lagos.
P.O. Box 12. P. & T. Training Centre. Cappa-Oshodi.

Lagos.
Frederick Whyte Int. Co.. P.O. Box 748, Port Harcourt.
Eastern Wrought Iron Ltd., P.O. Box 602, Port Harcourt
Federal College of Education (Tech.) P.M.B. 60,

Gombe—Benue State.
Roberts Asbestos Ltd., Box 360. Umuahia, Imo State.

P.O. Box 1223, Kano.
P.O. Box 52216, Falomo Post Office. Ikoyi.
Ukelle Local Government Office. Wanokum, Cross River

State.
Board of Internal Revenue. P.M.B 1110. Owerri.

N. N. P. C. Kaduna Refinery, Kaduna.

A. O. M. C. Limited, P.M.B. 1021, Okene—Kwara State.
Jubril Martins Memorial Grammar School, Campus 4.

Iponri—Lagos.
BEWAC Limited, Apapa.
44C. Gerrard Road. Ikoyi.

Ministry of Works & Transport, Finance & Admin. Division.

Abeokuta.
P.O. Box 9167, Lagos
P.O. Box 162, Oshodi—Lagos.
P.O. Box 54660, Ikeja
21. Bode Thomas Street. Surulere. Lagos.
Inter Basic (Nigeria) Ltd., P.O. Box 7518. Secretariat.

Ibadan.
Akintola Williams & Co.. P.O Box 965. Lagos.
Jahswill Group Limited. P.O. Box 1597. Apapa.
28. Raymond Street. Yaba. Lagos.
P.O. Box 557. M/Mohammed Airport. Ikeja.
P.O. Box 6192, Kakun, Kaduna
National Bank of Nigeria Ltd . Distnck Office, 28. Kano

Street, Ebute Metta.
Benue State House of Assembly, P.M.B. 2356, Makurdi.
c/o Motor Licensing Office. Auchi, Bende.l State.
C.F.A.O. (Nig.) Ltd., P.O. Box 520. Suleja-Niger State.
Agrotec Services Ltd., P.O. Box 377, Mushin
Bolajoko & Co' Ltd., P.O Box 3736, Ikeja
Depl. of Educational Management, University of Ibadan.
Ibadan.
PO. Box 1140. Lagos.
Ondo State Agnc Credit Coy. P O Box 158. Ondo
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Problems of Public
Policy Making in Nigeria

—by Chijioke Dike

DEFINITION

PERHAPS the most serious pro­
blem of public policy in the

governmental sphere is the absence
of an agreed definition of the term
"public policy". While some claim
that "public policy is whatever
governments choose to do or not to
do", others assert that "policy is
what governments actually do... not
what they intend to do or say they
are going to do".

To some extent, these two
definitions are right in relating public
policy to the deliberate decisions or
actions of governments; yet. it
would be dangerous to accept them
as a proper basis for policy analysis.
First of all. they tend to encourage
the notion that governments may do
or refrain from doing whatever they
like. This, undoubtedly, is a
totalitarian precept which"should not

.be encouraged.
Indeed, nothing but confusion

and failure will ensue from a
situation where governments make
policies arbitrarily and change them
equally arbitrarily. There is, there­
fore, a need to ensure that every
policy decision is preceded by a
clear articulation of its objectives
and a thorough examination of its
implications, its probable conse­
quences and possible remedies.

Another reason for rejecting the
definitions of public policy cited
above is that they fail to provide a
basis for distinguishing policy-
making from policy implementation.
According to those definitions, all
actions and decisions of a govern­
ment are public policies even when
they are mere applications or exten­
sions of other decisions. The fore­
most problem here is the inability of 

the definitions to provide a basis for
evaluating the success or failure of
specific policies.

In order, therefore, to overcome
these difficulties, it is suggested
that public policy should be defined
as a governmental programme
contained either in the nation’s
laws or in a public statement by a
competent functionary of govern­
ment.

Examples of public policies in
Nigeria are the promotion of African
unity and of the economic union of
West African States, support for
liberation movements, promotion of
national unity, maintenance of a
Federal character, respect for
fundamental human rights, War
Against Indiscipline, the 6-3-3-4
system of education, Operation
Feed the Nation (OFN), and the
Structural Adjustment Programme.

We recognise each of these as a
public policy because, at one time
or another, they had been
proclaimed by appropriate public
officers in Nigeria; because each of
them has had a complex of
strategies devised for its achieve­
ment; and because it is possible,
viewing them as statements of goals
and objectives, to assess the extent
of their success, and indeed the
extent to which success or failure
was owing to defects in formulation
or implementation.
IDENTIFICATIONYet- identifying specific public

• policies is not always easy. The
problem arises, not only because in
many countries, policies are made
and changed ever so often, but also
because sometimes, conflicting
statements are made by various
public officers on the same policy 

issue.
In the early post-independence

years, for instance, there were
several instances of conflicting state­
ments on Nigeria's foreign policy by
the Federal Prime Minister on the
one hand, and the Regional
Premiers who weilded strong
political power on the other. There
was also the sharp conflict between
the Ministries of External Affairs and
Information over who should control
Nigeria's image-making overseas.

On the domestic scene, there
were times when differing
statements were made by public
functionaries, notably with regard to
private ownership of schools,
monetary reform, the privatisation of
state enterprises and the role of the
civil service.

Fortunately, the incidence of
policy conflicts in Nigeria is not
widespread or frequent, but the
potential for such conflicts ought not
to be under-estimated, considering
the fact that Nigeria is a federation
with an increasingly articulate
citizenry.

In order, therefore, to avoid as far
as possible, the embarrassment of
public disagreement between
public officers which could create
confidence problems for the govern­
ment, it is suggested that the right to
make policy statements be limited to

'the various Heads of Government
and Cabinet Ministers/Commis-
sioners or their accredited represen­
tatives. In the case of Ministers and
Commissioners, the right to make
policy statements should be
restricted to their areas of responsi­
bility.

Ordinarily, a policy is identified
when it is publicly announced by a
competent authority. It is. therefore,
not correct to say that a policy which
has not passed through the
prescribed processes, is invalid.
What is true is that such a policy is
unlikely to be as good and effective
as it ought to have been. However,
in many countries, there are no
public pronouncements on what the
policy is in many areas of govern­
mental activity.
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the question is, who is the policy
maker, and what is his operational
machinery? At the procedural level,
the question is, how is policy made?

The answers to these two
questions depend- in part on the
definition of public policy which we
adopt. Evidently, if we accept the
difinitions which we examined at the
beginning, then every public
functionary becomes a policy­
maker. This, of course, would be
absurd. Therefore, a policy-maker is
one who decides, or participates in
deciding, the goals and
programmes of the government.

In some countries, the policy­
makers are named by the constitu­
tion; in others, those who exercise
final authority in the government are
deemed to be policy-makers. But
whether policy-makers are to be
found in the Executive or in the
Legislature, the crucial structural
problem of policy formulation is in
the undefined role of the civil
service.

In most countries of the world, the
civil service is regarded as an instru­
ment purely for implementing the
policies and programmes of the
government. Yet. whenever a
serious error occurs, whether the
problem arises from the policy­
maker or the policy executor, the
tendency is to blame the civil
service. If the charge is not poor
execution, it is bad advice, even
where the civil service is restricted to
policy implementation. The truth.
however, is that a great many of
those who blame the civil service for
mis-advising the government, may
not know that the civil service is not
consulted before many crucial
decisions are made, and that civil
service advice, when sought, is
sometimes ignored.

It is, therefore, absolutely neces­
sary that government should clearly
and publicly define the role of the
civil service, preferably by constitu­
tional or other statutory enactment.
In this exercise, the questions that
need to be asked and answered I
are: Should the civil servant always I
obey the Executive, or may he I

making appropriate
pronouncements.
EXPLICATION
IT is, of course, not enough to
• announce a policy, it is equally

necessary to explain it to those
concerned. To illustrate this fact,
one may need to point out that more
than six years after the adoption of
the 6-3-3-4 system of education,
most people in the country still
appear not to be very conversant
either with the aims of the system or
its requirements. One even suspects
that many of those whose duty it is
to operate the system may also be
unclear about some vital aspects of
its modalities. i

Indeed, whether the cost implica­
tions of the new system have been
fully worked out, and the dangers of
allowing significant shortfalls in the
inputs appreciated, is a matter for
doubt. All these uncertainties are no
doubt the result of inadequate
official explication of the policy.
which can ultimately affect the
chances of the new policy achieving
its objectives.

Again, in the area of agriculture.
Nigeria has, in the last ten years,
been engaged in major efforts to
increase food production. Yet, the
rural farmer, who forms the basis for
achieving enduring agricultural
transformation in the country, knows
little about the programme, particu­
larly the various facilities available
for his use and how he can take
advantage of these facilities. Unfor­
tunately. where some enlightenment
effort is made, it is not sustained,
owing sometimes to logistical inade­
quacies.

The case of the Second Tier
Foreign Exchange Market in
Nigeria, though recent, presents
another illustration of the problem of
inadequate explication of a new
policy. Several weeks after the
coming into force of the new
system, even key officials of leading
banks across the country, who were
to operate the system, still appeared
not to have basic information on its
modalities.

Such a situation naturally opens
up vast opportunities for abuse and
exploitation by the privileged few.
while creating unnecessary
difficulties for the majority whose
lives are seriously affected in very
many ways by the change. It thus
seems necessary for this as for other
policy decisions, that an effective
campaign of explication should be
mounted by the responsible govern­
ment departments prior to. at the
same time as, or soon after the
commencement of new policies.
FORMULATION

THE actual process of policy for­
mulation has two mam kinds of

problems: structural and
procedural. At the structural level.

Evidently, a government which
operates without definite policies is
like a traveller without a destination.
He may cover many kilometres and
yet not be able to say where he is
going or how far he has gone.

To some, this may appear a
covenient way to avoid public criti­
cism for unfulfilled promises: but in
reality, it could cause public
disenchantment, because a nation
lives not by actual achievements
alone but also by the hopes and
inspirations generated by
imaginative leadership. One would,
therefore, recommend that
governmental policies be
announced publicly, as a strategy
for public mobilisation, motivation
and direction.

On the other hand, one must warn
against the danger in succumbing
to the public pressure usually
mounted on an incoming govern­
ment to declare its policies before it
has had time to assess the terrain

In fairness, all that should be
expected of a new government
upon taking office is to affirm its
commitment to the general
principles of civilised government
such as respect for fundamental
human rights, and its determination
to solve speedily the pressing
problems of the day. Thereafter, the
Executive must move swiftly to
assess the various problems and
resources before it, with a view to
makinn -------------- policy
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before
policy­

refuse to ooey when tne order is
illegal or harmful to the national
interest? In the event of disobe­
dience, must the civil servant quit his
job, or should the Executive re­
examine the issues raised?

In this context, it ought to be
recognised that, however much
political executives might wish to
look down on civil servants, the best
principles of management prescribe
that if an organisation's goals are to
be achieved, those who are to
execute a given policy should also
participate in its formulation. In
countries like Britain, Canada and
India whose administrative system
we are supposed to have adopted.
the top echelons of the civil service
actually play the dual role of policy
advisers and executors In these
countries, a close relationship exists
between the political executives and
the civil service leadership, which
enables ministers to take responsi­
bility for the activities of their depart­
ments, while civil servants are then
able to combine without conflict,
loyalty to the government of the day
with loyalty to the nation.

One other reason why the civil
service should be involved in policy
formulation, is because political
power, however absolute, is
ephemeral, whereas the civil service
is a permanent body of profes­
sionals who control the basic
materials and machinery without
which the business of governing
would be impossible. In other
words, in as much as public policy
cannot be made in a void, it is
essential that civil servants who
constitute the link between the past,
the present and the future should
make an in-put and in fact, initiate
the processes of policy formulation.
Civil Service participation in policy
formulation should, therefore, not be
seen as a concession by the politi­
cian but as a duty owed by govern­
ment to the governed. This fact has
not always been properly appre­
ciated in Nigeria.

Quite often, when civil service
advice is not sought or is disregar­
ded, the result Is failure, which is

In fact t'I. puj
formulation should
wide consultation

of acknowledged experts from the
civil service, the universities,
parastatals and the private sector.
This blending of experience and
expertise is indispensable for a
realistic, effectual and enduring
formulation of public policies. By
implication, relying solely on the civil
service or the academia, or on
interest groups, or even on
members of the Executive, with
respect to policy formulation, is
unwise, as advice given by any one
of these groups will tend more or
less to be narrow and partisan.

IMPLEMENTATION

POLICY implementation is the
process by which a policy deci­

sion is translated into action. This
branch of the policy process derives
its justification from the fact that, if it
does not exist, there would be no
way of assessing the success of
policies after they might have been
made.

It is often said that when a policy
fails, its failure is traceable to defi­
cient implementation. This is not
entirely true. We know that some
policies fail because they were not
carefully thought out at the formula­
tion stage. For instance, a new
policy, unknown to the policy-maker
could be in fatal conflict with an
existing policy. Again, a policy that
was not cost or not properly cost at
the beginning, might prove
impossible to implement if the
necessary personnel, materials or
funds turn out to be unavailable.
Also, if the possible reaction nf the
public who are most likely to be
affected, is not ascertained in
advance, the policy could easily be
killed by public opposition at a huge
cost of money, energy and time.

A second kind of problem which
afflicts policy implementation is
political interference. This problem
arises when a government leader j

interferes with tne implementation
process in a way that either violates
the norms, or changes the direction
of a given policy. For instance, a I

service advice has ‘hat Civil
faultless. Rather we n Ways been
advice of the civil serv°?pn?el that lhe
should always bp celeadership

consXed00^

decisions are made bv thp
makers.

outsSe pubfcXce aTw ST

interest groups nrnviH LJ ® as
involvement is not ore that such
national interest. )Udlc'al to the

Sometimes, the
decided may be so v.taHhat a refe
rendum is called for Thie, ®
in 1975 bv the B°tsh GnrSdOne
over the question o lnteh mrmant
ch'P of the European E?nmber’
Community, and m 1950 °"?lc
United Nations over the on he
the future of Southern Pa '°n °'
The referendum was also am®roons'
instrument in the politics of^'T6
France. of Gaull|st

In 1985. the Federal Militarv
Government of Niopria r. y

loan as well nn inerpo^^^^

fact, the growing number of policv
debates which have been n,LP y
by the present Federal 9M?(Sed
Government show that ,ary
following a deliberate programme of
involving the general pubfc in the
process of pohcy formulation

The advantage ,s that policies
made on a bas.s of w.de consul a
hon haveabetterchanceo n^ulta

popular support and of henp
efectual and more enduring than
decisions reached by resort to the
rule of the thumb or under he
pressure of interest groups.

It must, however, be understood
that referenda or other forms of
popular consultation are extra
nnf'h^ lna,7ments which should
not be used frequently. It js rather
recommended that a Policy
Rreearch Bureau should be set up
at Federal and Slate levels made up
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expert. Prof Peter Drucker.

truth.

(")

"There is no reason to believe
that the people who staff the
managerial and profesisonal
positions in our service' insti­
tutions are any less qualified.
any less competent or honest.
or any less hardworking than
those who manage business
By the same token, there is no
reason to believe that business
managers put in control of
service institutions would do
better than the bureaucrats'
Indeed, we know that they
immediately become bureau­
crats' themselves

The sad truth is that most people
who criticise bureaucratic methods
do so. not always out of concern for
efficiency but often because they
want to feel free to serve themselves
and their friends, and to deal with
their enemies and others who refuse
to gratify their desires Indeed, there
is very little that is worthwhile which
cannot be accomplished within the
rules if the will to do so exists. In any
case, discretionary initiative is also
permissible m public administration
where the public interest demands
and compels a departure from the
letter of the rules in order to achieve
their essential objective But the
circumstances must be clearly
compelling and not merely
contrived to facilitate the attainment
ol personal ends In summary, one
has to stress'that the observance of
rules is an essential process in the
performance of a public function,
and that the free-wheeling and
dealing of the private sector is not
an acceptable ethic for the public
service
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issues
mentation.
to these problems are
(i)

civil service does not have.
Nevertheless, there are no facts to

support the common view that
Nigeria would long have caught up
with the Great Powers if she had
replaced her public service
managers with those in the private
sector or with men of the ivory
tower As the well-known manage­
ment " ~

put it

political executive who uses his <
position to evade tax or the payment
of custom duty, or to divert a I
government programme away from
its approved location or direction.
thereby frustrates the policy in
question The same is true when a
Chief Executive distorts his govern­
ment's budget or development plan
by introducing new projects
midstream The abandonment of
several capital projects in Nigeria is
traceable to some or all of these
factors There is also the problem
that is created when a policy-maker
takes decisions on economic
matters purely on political
considerations, thus causing heavy
financial losses to the State
Unfortunately, the consequences of
such interventions are seldom fully
appreciated by the public or even
by those responsible for the inter­
vention.

It cannot, however, be denied that
some policy failures occur as a
result of weaknesses in the bureau­
cracy Most commonly criticised of
these weaknesses are lethargy.
timidity, lack of dedication, incom­
petence. indiscipline, corruption
and what is called red tapism The
pity of these criticisms, however, is
that among those who make them
are some government leaders who.
not only have the authority, but have
in fact the duty to change the situa­
tion. An even greater pity is the fact
that, although the right experts
abound both within and outside the
civil service through whom Govern­
ment could achieve the necessary
reform of the system. Government
sometimes prefers to side-step the
established machinery m order to
work with an ad hoc bureaucracy.

Unfortunately, many, though by
no means all. of such "Task Forces"
and agencies lurn themselves very
rapidly mto veritable conduit pipes
for siphoning public funds, with very
little evidence of solid positive result
Indeed, while the civil service is
widely accused of non-perfor­
mance. the task forces demand.
and frequently obtain with ease.
facilities and incentives which the

seek to
failed m order to
and construct
The
developing nations
invest in policy rc-~
develop, as they
the absolute
developed nations
philosophy, their in,.-------- -
even for the supply of basic goods

CONCLUSIONThe essence of this article is that
the greatest problem of public
policy-making in Nigeria is that of
low integrity both in the formulation
and in the execution agencies Next
to this is the lack of an integrated
approach to planning at the policy
level, and insufficient dedication.
caused by many factors, at the I

operational level There is also the i
problem of inadequate study of

and undue haste m imple-
Some possible solutions

•se prouicrns srs.
the emergence of a selfless
and highly patriotic leadership
through an ethical revolution.
the establishment of a bureau
of experts at both Federal and
State levels whose functions
will be to conduct research
and recommend appropriate
policies as well as evaluate
existing policies for the various
departments of government,
a clearly defined role for the

(Continued on page 48)

to
failed or
they do not
policies
national
governments
faithfully repeating
their predecessors, ano equu..,
faithfully blaming the civil service for
their own poor performance A
statesman on the other hand, should

find out why past policies
to avoid the pitfalls
better alternatives

however, is that
‘ions which do not
' research, will never

will always be at
mercy of the
for their planning
technology, and

--•'dr

EVALUATION
DOLICY evaluation, as the
• assessment of policy.results, is
an exercise which most politicians in
developing countries regard as
unnecessary. This is so because, by
and large, our politicians do not like

be told that their policies have
were wrong ab initio, just as
not like to be told whal
would best serve the
interest Consequently.

come and go.
the blunders of

■ and equally
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Starting Dates
14/3/88
21/3/88
21/3/88
21/3/88
21/3/88
21/3/88
21/3/88

11/4/88

11/4/88
11/4/88
11/4/88
11/4/88
18/4/88
18/4/88
25/4/88
25/4/88
25/4/88
25/4/88

9/5/88
9/5/88
9/5/88
9/5/88
9/5/88
16/5/88
23/5/88
23/5/88

2-3/5/88
23/5/88
23/5/88
30/5/88
30/5/88

6/6/88
6/6/88
6/6/88
6/6/88
6/6/88
6/6/88
13/6/88
13/6/88

20/6/88
20/6/88
20/6/88
20/6/88
27/6/88

HnUfSe r'«e
flOW (q

? ^nagp M*RCH 1988

Managemen{
Skills

Drec|ation

^ana9ement P
Personai Ass °Urse fOr e . APRIL 88
Zc°±C"Un P'ann nS Se-a'aries and
LeXX9'0^^^

j-^dership apg ^ollvation 3nd Sen,or Clerks

Fle,d Sales Man Untln9
Ma'ntenanCe M a9emenr
P'nanc.ai Man=,!na9enient

^PP[eciahOn er,orrnance

P'XXyN0ann®9ement MAY1988

^"asrng People^ut.ves
Eloping Superv °es'red Results

MiXnXMc:na9e^
H°” l° -Prove Man9aoDePar,meniS
Advanced Manage 9er'al Per,°-ance
Control yament Accountinn and > <
Prndum 9 d Information
Products and Brand u
Developing supe ^anage^^
Management Apprecatio^ aderSh'P Skllls
^ventory Management
Managing The Team

Corporate Strategy for D,rectorsJUNE 1988
Organization and Methods? 1
Budget.ng and Budgetary Con^ol^ Adminislrall°"

Marketing Research
Middle Level Management
Leadership and Motivation
Internal Auditing
Understanding Human Behaviour tv
Nursing Officer °Ur Course for Senior

Middle Level Management
Work Study
Accounting For Supervisors and Senior Clerks
Management Appreciation
Management Auditing

Duration
1 week
1 week
1 week
1 week
1 week
1 week
1 week

LoCa“a
Kaduna
t_ag°s
l_ag°s
Lag°s
Lag°s
Kan°
Aba/

1 week
1 week
1 week
1 week
1 week
1 week
1 week
1 week
1 week
1 week
1 week

1 week
1 week
1 week
1 week
1 week
1 week
1 week

2 weeks
1 week
1 week
1 week
1 week
1 week

1 week
1 week
1 week
2 weeks
2 weeks
1 week
1 week

1 week
2 weeks
2 weeks
1 week
1 week
1 week

i_ag°s
Lag°s
Lag°s
Lag°s
Kadona
Lag°s
Lag°s
Lagos
Lagos
Kaduni
Aba

Lagos
Lagos
Lagos
Kano
Aba
Lagos
Lagos

-Calabar
Lagos
Lagos
Kano
Lagos
Lagos

Lagos
Lagos
Lagos
Lagos
Kaduna
Aba
Lagos

Lagos
Lagos
Lagos
Lagos
Calaba
Lagos
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NIM COURSES

27/6/88
27/6/88

18/7/88
18/7/88
1817/88

5/9/88
5/9/88
5/9/87
12/9/88
12/9/88
12/9/88
12/9/88
19/9/88
19/9/87
19/9/88
26/9/88
16/9/88
26/9/87

22/8/88
29/8/88
29/8/88
29/8/88
29/8/88

7/7/88
7/7/88
7/7/88
7/7/88
11/7/88
11/7/88
11/7/88
11/7/88
18/7/88

1/8/88
1/8/88
1/8/88
1/8/88
1/8/88
8/8/88
8/8/88
15/8/88
15/8/88
15/8/88
22/8/88

1 week
1 week

1 week
1 week
1 week
1 week

2 weeks
1 week
4 weeks
1 week
1 week
1 week

1 week
1 week
1 week
3 weeks
3 weeks
1 week
1 week
1 week
3 weeks
1 week
' week

1 week
1 week
1 week
2 weeks
1 week
1 week
1 week
1 week

JUNE (Continued...)
Leadership and Motivation in Management
Leadership and Motivation tn Management

L390S

jos

Kan°
Soko’0
Lag°s
Lag°s

BBC
Leadership and Motivation in Management
Management Appreciation Course
Effective Selling Skills _____

Lag°®
Lag°sq
Lag°®
Lag°®
Lag°s
Aba
Lag°®
Lag°s
Ben|n
Lag°s
Ov/errl

La9°s

La9°

si
La9nSS
Ua9nS
Ua91S
LagoS

AUGUST 1988
Management Course for Executive Secretaries and
Personal Assistants
Practical Purchasing Management
Credit and debt Management
Marketing and Sales Management
Personnel Management
How to improve Managerial Performance
Production Planning and Control
Finance for Non-Fmance Executives
Advanced Management Course
Supervisory Management
Leadership and Motivation in Management
Advanced Management Accounting and Information
Control
Leadership and Motivation in Management
Work Study. Productivity and Cost Reduction
Selling of Industrial Products
Developing Supervisory Leadership Skills
Supervisory Management

SEPTEMBER 1988
Accounting for Supervisory and Senior Clerk
Personal Effectiveness Self and Time Management
Management Appreciation Course
Management Appreciation
Financial Management for Directors
Effective Selling Skills
Managing People for Desired Results
Top Management for Senior Executives

JULY 1988
Supervisory Management
Banking and Corporate Cash Management
Effective Selling Skills
Middle Level Management
Management Appreciation
Management Accounting
Effective Human Relations in the Organization
Management Appreciation
Corporate and Board Room
Management for Directors
Net Work Analysis and Project Management
Managing Accounting Department
Field Sales Management

1/8188

Lag°s
week
week

po?t°Harcourt

I week Lagos
1 week Lagos
1 week Lagos
1 week Lagos
1 week Jos
1 week

Lagos
1 week Lagos
1 week Kano
1 week Aba
1 week

——^ber/obcember.
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October1988

^COURSES

3IA0I8B
3110188
3110188
10110188
10110188
10110188
17110188
17110187
17110187
17110187
17110188
31110188
31110188
31110188
31110188
31110188
31110188

How to improve Managerial perf
Internal Auditing norrnance
Field Sales Management
Organization and Methods for o«
Industrial Relations niCe Administration
Leadership and Motivation in Man
MBO Adviser Course na9ement
Management Auditing
Marketing and Sales Management ,Rrv
Employment Lawsand Regulations0'
Management Appreciation
Supervisory Management
Management Accounting
Advertising Sales Promotion and Mar
Developing Supervisory Leadershin „dlsi09
Middle Level Management P &Kl s
Middle Level Management

1 week
1 week
1 week
1 week
1 week
1 week
3 weeks
1 week
1 week
1 week
1 week
1 week
1 week
2 weeks
1 week
2 weeks
2 weeks

L300®
L89°®

lsS0®
La9dugjr'Ma|duy
Lag°®
La9°®
Lag0®
Lag°s
owern
Lag°s
Lag°s
Lag°s
Lag°s

NOVEMBER 1988
7/11/88 Inventory Management Lag°s
7/11/88 Advanced Management Accountino ,

Control lngand Information
1 week

florin
7/11/88 Job Evaluation and Salary Admin 2 weeks Lagos
14/11/88 Work Study. Productivity and Cost Reduction (DD1 1 week Lagos
21/11/88 Middle Level Management Course C °n 1 week Lagos
21/11/88 Maintenance Management 2 weeks Lagos
21/11/88 Managing Accounting Departments 1 week Lagos
21/11/88 Managing People for Desired Resultsd 1 week Lagos
21/11/88 Management Appreciation 1 week Zana
21/11/88 Supervisory Management 1 week Aba
28/11/88 Credit and Debt Management 1 week Lagos
28/11/88 Effective Selling Skills 1 week Lagos
28/11/88 Effective Selling Skills 1 week Aba

1 week

DECEMBER 1988

5/12/88 Supervisory Management Lagos
5/12/88 Budgeting and Budgetary Control 1 week Lagos
5/12/88 Leadership and Motivation in Management 1 week Lagos
5/12/88 How to improve Managerial Performance 1 week Kano
5/12/88 How to improve Managerial Performance 1 week

1 week Aba
12/12/88 Management Appreciation 1 tA/ZOOk Lagos
12/12/88 Field Sales Management I WCCA

1 week
Lagos

12/12/88 Developing Supervisory Leadership Skills 1 week Lagos

12/12/88 Banking and Corporate Cash Management 1 Week
Lagos
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from branches

28

ment is people and the concern for
them will always pay off.

The seminar also examined the
following sub-themes, namely:
setting the climate for effective
performance; setting organisational
and unit objectives: management
development and management
succession, planning as well as
performance and use of potentials.

-------- me I1UO ________ ...which organizational tools, techni­
ques, methods and expertise
revolve.

In a paper entitled' Management
at Grassroots: the Dynamics of

Economic Revival, Dr (Mrs) M.

Ahmadu Bello-University, Zana, explained that the
dynamics needed in the struggle to
revive the nation's economy or even
to tackle the problem of ineffective
entrepreneurship in business
enterprises in the nation, is

embodied in the principles of
management.

The paper was presented at a
public lecture organised by the
Zaria Branch of the NIM on the
occasion of the presentation of
certificates to participants at the

(Continued or, page 29)
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new executive committee of
Branch at its inaugural meeting ®
last August, listed the parameters
their success which 'ncU
membership drive; providing infor
mation on NIM's activities to non­
member organisations and in
duals; response of the branch
headquarters activities; the impac
of the branch on management
Practice in Plateau State; ,h®
commitment of members ,0
Programmes aimed at achieving the
objectives and goals of the Institute
plus payment of dues

He acknowledged the private visit
o’ the NIM President. Dr.
Christopher Kolade, to Jos and his
swift meeting with him. z>m C

CHAIRMAN RECOMMENDS PE
ORIENTED POLICIES FOR MANAGE
mad^e on Nigerian on the theme: "Managing for
,n Effective Results". The seminar was

organised by the Enugu Branch of
the NIM and held at the Hotel
Presidential in Enugu.

Mr. Mpamugo went on to say that
the human factor was the most
important in any organisational set­
up. He therefore enjoined managers
to adopt, at all times, people-
-------- nm------ 'manage-

u-Aticutive for
Jos Branch

E Jos Branch of the Nigerian
Institute of Management has

elected a new executive for the
1987/88 year.

The post of Chairman went to Dr.
Samuel A. Olaiya while the new
Secretary-General is Mr. E. E.
Umoren.

I Other officers elected for the
current year were Mr. S. Z. Jakande
(Vice-Chairman), Mr. U. Mallam
(Treasurer) Mr. S. Agu (Assistant
Secretary), Mr. Abel Nwankwo
(Financial Secretary). Mr. A. U.
Musa (Publicity Secretary), Mr. N. F.
Byanyiko (Ex-Officio member) and
Mr. A. M. Offiongodon (Ex-Officio
member).

Dr Olaiva in an address to the

NIM BRANCH
iA call has been made v,, ivigenan

’* managers to show human
sympathy and consideration to ther
workers in order to evoke in them a
sense of belonging and brother­
hood which is instrumental to job
satisfaction and peak performance.

The call came from the Chairman
of the Enugu Branch of the Nigerian
Institute of Management, Mr. Ikedi „ au Hmes. pe
Mpamugo, while opening a seminar oriented policies since "mar, ■

Management at Grassroots-The Dynamic
of Economic Revival .MANAGEMENT has again been Georgina Di-lbor of the Faculty of embc

pronounced the hub around Education, Ahmadi.
■ nmani-’ot.-------- ' • *5 tPT'hrr.

Mr. E. E. Umoren, Secretary-General



News from Qr

Lecture/,

(Continued from page 28)
Grassroot Business Workshop
earlier organised by the Branch for
businessmen and women tn Zana
and its environs. The certificates
were presented by the Emir of Zaria.

Mrs Di lbor summarised all the
Papers presented at the workshop
and noted that by organising the
workshop, the Zaria Branch of the
NlM was demonstrating its belief in
the systems approach to problem­
solving

She commented on the part
Played by each of the following in
ensuring the effectiveness of small
and medium scale businesses—
marketing techniques, personnel
management and human relations
as well as law

On marketing. Mrs Di-lbor noted
the inadequate attention given to
marketing research by small and
medium scale businesses in the
country. Environmental conditions
which should determine the nature
of marketing strategies and
techniques are not usually studied.
she said. The result of this neglect.
she went on, is over-pricing as well
as deceptive advertising both of
which evoke suspicion and product
boycott from consumers.

The university don emphasized
the importance of book-keeping to
all small and medium scale
businesses and said that accounting
records should be such that can
give adequate information to all the
interest groups in the business, such
as the owners. creditors.
shareholders, employers and the
general public.

All business enterprises, be they
large, small or medium scale,
should use banking facilities, she
said, "if only for the preservation of
assets". She enjoined enterprises to
be conversant with the services
offered by the various types of
banking institutions, particularly

NlM announces the death of High Chief
A. A. Adegbie. a founding Council
member and one-time President of NlM

(1976—1979).
In two separate letters of condofence

sent to the family of the deceased, both
br. C. O. Kolade. President and
Chairman of Council and Professor J. O.

Ogun lade, Director-General, noted the
significant contributions and dedication
of late High Chief A. A. Adegbie to the I

growth of NlM and wished him peaceful I

eternal rest while condoling members of I

his family.NlM was well represented at his burial I
ceremonies in Lagos, and Ondo, from I

Thursday October 29th to Saturday 31st I

October. 1987.
May his soul rest In perfect peace. |

-°0rr’b'e!^ ̂ >ches!?anks' and ?anks''''~-----------
nCe anY of Ve|Obm rnerchant

USe,Ul in Pam ,heni banks
Dr' D'-lbor r'gUlar circ°uUld Prove

la"ce. to an Raised ,KS'ances.
a ecl|ve man °r9anisad'de 'mpor-
"°w. She . ,a9ernent °n' of an
biems of the"' p' its cash
havin9todowThCial roa^?°n pr°-
budgets. de^ h (a) them9ers as
evaluation (a!9al,ri9 auJL'ew,n9 of
r°n ab|i'>y^'stra>'v? and
the ability to ral CastiJ; <b> Pro-
and hpu'd reso''°n liable "d (c>
ting invo„.°Urces amnr. e caP'tal
(resource StrTlen> oD9 CorT1Pe-
overcome the^aroent)nUni,i“
commended- !hd,ff|culties shp ?
bus,nesaradnagLad°Ptionherbey
systems of 9 ' of Orn=\ \

operating resu|ts ®POrds on past
cial conditions CU|rent finan-

The university dn„ .
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operations as a wed^T '°r ,he'r
which are prevalent 9a'ns' nsks
activities. An insurance 3 bus,ness
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mg the adverse fmadr'V0'’ reduc'
random events that ore lnlpac‘ °'
ment of reasonable ent ,he
She recommended aXpecta»pns"
cover for business « Vpes ol
crime, liability and hfe and ''re'
that all insurance contract! SSed
va>d m order to bXl TnfS,be
able. legally enforce-
fareOPofVldeatleqUate,y,orthewe1.
tare of workers. Dr r> u,
recommended that small and
medium scale businesses should
employ personnel managers Such
men or women, she said, must be
knowledgeable enough in
personnel management and indust-
rial/human relations; must be good
judges of human affairs; must be
friendly, firm, patient and impartial;
and must be able and prepared to

Dr (Mrs)
u manage-

for contl^opsa?e concern for
working p° donstratethe staff by
and must nt °f d courses,
the develop"" attend
a"0W'na?saddeworksb°^vlsed busi-
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with legal PrpV, ration of Busmess
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Act of 1966- ‘he a h'pActof
Act of 1961 ^e Part q(

1890. the ConiPa |SeS promotion
the Nigerian Ent 1977). the
Act of 1972 (am® Taxation
Finance (Miscell gg5 and other
Provision) Decree business.
similar legislatmnaffectj---------------
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by S. I. Owualah

2.

a

use of labour, SMEs are
with being one of the

of unemployment. Thev
regarded as a means of

The role of Small Scale
enterprises in the economic
Development of Nigeria

operations and ownership or
management structure which is npt
usually sophisticated. Whereas the
foreign capital invested in LEs tends
to favour the interests of their pro
moters, usually foreigners via
distorted transfer pricing policy, a
high percentage Of the profits ol
SMEs most of which are locally
owned, is known to be reinvested to
ensure a higher rate of future

growth.4
Above all, they are potentially

strong in aiding the diversification of
the industrial structure. Apart from
facilitating the process of import­
substitution. thus transforming trade
capital into production capital, they 1
help in fostering flexibility in the
industrial structure. The impact of
this is manifested in their greater
ability to cater lor diversified
consumer needs especially at the
lower economic echelon aside from
producing goods and services wilh
high intrinsic value-added content.

Promotion of SMEs as a
strategy for economic self-
reliance and Rural Develop­
ment-Relevance to
Nigeria’s Development

The secret behind the success of
self-reliant strategy does not lie in 

any particular political philosophy so
much as in the people's basic
attitude to enterprise and in the
extent to which the right incentives
adequate enough to make risks
worth taking are provided
Economic history is replete with
enough -insights into the humble
beginnings of present-day giant
corporations. At inception, almost all
of them were back-street enterprises
growing as their industry grew and
through their sheer ability either to
produce existing_pcoducts more

■ a smooth transition from the tradi-
• tional to the modern industrial

sector
The creation of employment is of

no less significance economically as
it is socially though their role in the
latter has been more emphasized in
the literature. Arising from their more
copious
credited ___ 3 <■•=
effective ways of tackling the
problem
are also
engendering equity in the distribu­
tion of employment opportunities as
well as income between the urban
and rural localities and residents
respectively Economically. SMEs
are believed to aid the dispersal of
economic activities through encour­
aging the development and moder­
nization of these activities outside
the ma|or metropolitan areas. Their
great locational flexibility is assumed
to be the source of their strength in
playing this role.

Their ability to mobilise financial
resources which would otherwise be
idle or untapped by the formal
financial institutions is another
economic role of the SMEs. More
often than not. the initial capital
invested in these enterprises comes
from personal savings or from funds
diverted from luxury or unproduc­
tive end-uses.'3 Furthermore their
resource utilization encompasses
the greater use of local raw
materials or even by-products of the
Large-scale Enterprises (LEs) which
would normally be discarded Also
SMEs facilitate the conservation of
foreign exchange and the develop­
ment of the scarce resource of
management in developing
countries. They are able to econo­
mize on these limited resources
because of their size or scale of

The effectiveness of finance
for the SME’s sector is likely
to come to naught unless its
present scope is limited to
enterprises of high priority to
our present and future needs
with potentials—
PUBLIC debate on the conlnbu-
r tions of Small and Medium-
Enterprises (SMEs) to a country's
economic development is conti­
nuing 1 Al all levels, the debate
appears to be fired by the growing
awareness of the potential social
and economic importance of a
viable SMEs sector

The social importance is attributed
to their influence in stimulating
indigenous entrepreneurship and
technology That, by acting as a
seedbed or nursery, usually for the
indigenous population, they serve
as vehicles for the propagation and
diffusion of innovative ideas of far-
reaching dimensions Of no less
importance although open to
debate is their role in providing
avenues for "moonlighting" thus
contributing to labour stability in
those sectors (such as in the public
sectors of developing countries)
prone to high rate of labour turn­
over due to wage inequalities.2

A second social contribution of
SMEs is the transformation of tradi­
tional industry. In both developed
and developing countries, the tradi­
tional sector has served and
continues to serve as the spring­
board for launching a vibrant
modern sector To a greater extent
in the former, the modern sector has
evolved through a structural trans­
formation and modernization of their
traditional type—cottage or artisan
industries. Thus a fledging SMEs
sector can be a means of achieving  
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cheaply or improve their utility.5
Even at the country level, in the
early stages of her industrialization.
Japan's economy was dominated
by traditional industries and by a
large number of small firms drawing
their strength not from an
abundance of capital but rather
from her vast supply of labour.
During the inter-war years and after,
government .policies accorded and
continue to accord due priority to
the country's SMEs.5 This has been-
in recognition that they constitute
the fountain head of vitality for her
national economy and consequently
their problems have been viewed as
those of the nation by virtue of their
number, diversity, penetration in all
sectors of production and
marketing, contribution to employ­
ment and to the prosperity of parti­
cular regions. In concrete terms,
SMEs in Japan account for about
99.4 per cent of the non-primary
business establishments, employ
81.1 per cent ofthe country's labour
force and contribute to 51.8 per
cent of the shipment value of all her
manufactures.7

Along the same considerations as
above but more, as giving greater
meaning to her system of private
enterprise and free competition,
SMEs' problems in the United States
of America have come to be viewed
as intricately interwoven with other
national problems, hence the
establishment of the Small Business
Administration (SBA). The same can
be said of the other Western indust­
rialized nations of West Germany.
Italy, Canada, France and the
United Kingdom.

Thus, contrary to the widely-held
views in the fifties and sixties during
which modern industrial develop­
ment was equated with Large Enter­
prises because of considerations of
economies of scale and Small
Enterprises were viewed as a sign of
technological backwardness; their
rapid decline in index of develop­
ment, and the recognition of their
complementary role have now
gained wider currency.8 This in turn
has led and continues to lead to a 

reconsideration of their roles in the
economies of both the advanced
industrialized and developing
countries. While their growing
emphasis in the former lies in theii
role in the sustenance of non-
inflationary growth and high
employment,9 their role in the latter
would seem to be in consideration
of their being a veritable instrument
for achieving economic self-reliance
and rural development Their role in
resource utilization was cited in
Section I. Nevertheless, it needs to
be added here that this role in itself
fosters self-reliance; enabling a
country's resources to be
channelled into those economic
activities which move her out of a
"dependency economy" status to
one of self-sufficiency, at least, in her
basic needs as well as into those
activities in which she is resource-
abundant and has a comparative
advantage in following an export-
oriented strategy with the passage
of time.

Serving as a potential breeding
ground for indigenous entrepre­
neurship, they are best suited as
launching pads for the take-off of
indigenous based technologies; an
adaptation and testing ground for
“imported" technology rather than
by the tortuous and sometimes
frustrating road of acquiring techno­
logical transfer through large Multi­
national Corporations (MNCs).
Experience is enough guide to the
disappointment of those who have
relied on the transfer of "imported"
technology through the platter of
MNCs. Coincidentally, a vast
expanse of the rural areas of deve­
loping countries are patently
neglected and most of their inhabi­
tants either unemployed or under­
employed. Unemployment of equal
proportions is steadily threatening
the urban cities formerly thought to
be a safe haven for employment;
with hordes of unemployed but
able-bodied youths now a sign of
daily life. The role of SMEs in
providing ' labour-intensive
employment thus augmenting the
LEs' supply has already beer^cited 

in Section I. But equally important is
their contribution to rural develop­
ment helping to stem the wave of
urban-rural migration and its
attendant pressure on the limited
urban infra-structures such as
housing and • utilities and
contributing to a well-balanced, all­
round regional development.

A few examples of developing
countries which have harnessed the
potentials of their SMEs in the
pursuit of a self-reliant industrializa­
tion strategy can be cited. In his
study of the small-scale enterprises
of two emergent industrial Third
World countries of Taiwan and
Korea. Ho (1980) notes the transi­
tion from a traditional to a modern
economy in which the small enter­
prise sector as a whole but in parti­
cular, small factories continue to be
important For Taiwan in particular.
he observes that the wider dispersal
of industry resulting from the
linkages between small and larger
manufacturing enterprises has
important and positive effects in
some areas These are on the deve­
lopment of rural and regional
industries and on employment and
income distribution in the country­
side.

Writing on the issues of techno­
logy transfer among developing
countries. Bhattasali (1972) demon­
strates vividly that India owes a lot of
credit to her SMEs in the realisation
of her self-reliant strategy of indus­
trialization. Also on the contributions
of small-scale and village industries
to India's recent economic fortunes,
Donde (1978) evaluates them in
terms of 80 per cent of the total
labour force and of 50 per cent of
the total national output involving a
wide range of modern products.

The implications of the issues
examined here for a viable SMEs
sector in a country like Nigeria in
dire need of a self-reliant industrial
strategy to turn her economy round
and save her from the instabilities
inherent in a mono-cultural
economy’0 are far-reaching to
warrant the attention of. not only

(Continued on page 35)
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PUBLISHERS: All Crowns Nigeria Limited,
Ikeja.

PAGES^ 498. ___________________

PAGES: 144

2. TITLE: Guide to Nigerian Taxes.

AUTHORS: Farayola, G. O.

REVIEWS
benefit schemes, establishing a new
scheme, scheme administration.
National Provident Fund (NPF),
Public Service scheme, Pension
fund investment.

Chapter One is an attempt to cla­
rify. explain and define pension
schemes and death in services as
Two examines how to fund a
scheme. Chapters Three to Five
examine the merits and demerits of
insured and non-insured. Chapters
Six and Seven concern themselves
with procedural issues of establish­
ing and administering schemes.
Chapters Eight and Nine respec­
tively, highlight the Public Service
Scheme.

As a practical working tool to pen-

an addltl0n t0 lhe few
p-nC ° ks on Llfe Insurance and

Thp°nhS Admin'stra"°n m Nigeria
The book-contains 10 chantorc

deal with the follow^

fee fund eWOrk ,Or Personal «el-
'are, funding a scheme insured

Title. Pension Schemes in Nigeria

Author: Patrie A. Uzoma
Publishers Gentle Press Limited.

P.O. Box 4579
International Airport

Ikeja.
flewewerDeleOsundahuns,
Pnce.i445.oo

sion administrators. the book has
five appendices namely. ®
Approval of Pension & Pr°v'de 1
Fund Scheme in Nige”®-^geiY
National Provident Fund Act^).
Pensions Decree ■
ment and Other Securities (Local
Trustee Powers) Ord,nancX
Trustee Investment Act of 1962-

The book is finally a.ded with a lot

of bibliographical refer®"de sion
students of insuran«land^

^How^oes the'author categorize

it? Is it a text-book. monogr p a text.
Ob^SIOnhaavPeU“hea,IOandvertlsemenU

inserted wtll-Sed
antithesis for tne
work?

NEW BOOKS ON
MANAGEMENT

TITLE: Multinational Corporation of Nigeria
AUTHORS: B. Onimode, J. Ohorhenem &
T. Adeniran
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MANAGEMENT IN NIGERIA NOVEMBER/DECEMBER, 1987



NIM LAUNCHES
MANAGEMENT BOOK

NIM on Saturday 14th November
launched a book titled Manage­

ment Concepts. Techniques and
Cases written by Mrs J. A. Akanm,
the Chief Accountant of the Broad­
casting Corporation of Oyo State.

The 455-page book covers
aspects like development of modern
management thought, social roles of
managers, planning process, fore­
casting, managerial decision
making, organising, delegation and
decentralization, personnel admini­
stration, career development,
compensation, leadership roles.
and motivation. In addition, the
author dealt with tools of manage­
ment like communication, human
elements, finance, budget control,
management information systems
including the history and role of 

computer in management decision
making.

One of the highlights of the book
is the inclusion of cases with theories
to test readers' understanding and
application of theories learnt in the
book.

One of its shortfalls is that a lot of
the references cited in the book are
not cushioned off in the 1 ’/z—page
skeletal bibliography pinned to the
work. Perhaps the second edition
will take care of that

The book printed in Nigeria has
also demonstrated that Nigerian
printers can perform as well as their
counterparts in other parts of the
world. Its aesthetic quality is high in
terms of printing and illustration; but
its academic quality could have
been enhanced with more painstak­
ing desk editing

Mrs Akanm holds a B.Sc ano
MBA of the Long Island University in
New York and Brooklyn campuses
in USA respectively She is currently
the Financial Adviser and Head of
Finance Department of the Broad­
casting Corporation of Oyo State in
Ibadan In addition, she is the
General Secretary of the Oyo State
Branch of the Nigerian Institute of
Management in Ibadan as well as a
member of the Membership
Committee of the Institute.

In a speech at the launching, the
Director-General of NIM congratu­
lated her on the achievement and
called on trainee managers and
training managers to make good
use of the book. Management In
Nigeria also cong-atulates Mrs
Akanm on this achievement

Management In Nigeria
Increases Advert Rates

THERE has been a marginal in­
crease of 20 per cent in the

advertisement rates of "Manage­
ment In Nigeria" effective from
January, 1988.

The increase is necessitated by
increased production cost and it is
the barest minimum that can be
considered in the present circum­
stance.
Details of the new rates are as
follows

Outside Back Cover (OBC) M2.160

Inside Front Cover (IFC) 1.944

Inside Back Cover (IBC) 1.372

Page Opposite the Inside Back

Cover 1,728

Fourth Page to Outside Back Cover 1.584

The Page Opposite the Content

Page 1.728

The oage Opposite the Inside

Front Cover 1728

Centre Spread Full Colour 3 000

Fourpage Pull oul (Full Colour) 6 240

Full Page Black & White 1224

A Double Page Advert (Full Colour) 2.874

A Double Page Advert

(Black & White) 2 304

Halt Page Advert (Full Colour) 864

HallPageAdvert(Biack&White) 803

One Spot Colour 350

CLASSIFIED ADVERT

3" X 3 columns or 9" x 1 column *576

W x 1 column 480

1/4 Page(4Va" x 3") 408

Existing-terms and conditions for
acceptance of advertisements will
continue to apply.
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(Continued from page 31)

Policy makers but also academi­
cians. I he merits of such a course of
action are very compelling not only
because this sector accounted for
53.6 per cent of value-added in
manufacturing in 1978 (a figure
hkely to have been exceeded since
then) but also that 45 per cent of
fetal employment of industrial esta­
blishments in Nigeria are provided
by this sector. It Is also known that
as at the end of 1979. over 80 per
cent of all establishments registered
under the Factory Act were small-
scale industries.”
3- State of Finance for SMEs in

Nigeria
Undoubtedly, shortage of finance

is not the only problem of SMEs in
Nigeria. Others include unfavour­
able government regulations (such
as biased tariff restrictions and licen­
sing. low demand by government
for their services and lack of
necessary fiscal incentives).
•nappropriate technologies and
relatively unsophisticted manage­
ment Nevertheless, a case can be
made for shortage of finance as
constituting a major obstacle to the
growth of a viable SMEs sector in
Nigeria. The real shortage of finance
exists within these enterprises for
both fixed investment and working
capital while it could be opined that
surrounding them is a surfeit of
investible capital seeking for a well-
conceived delivery system to reach
the ultimate pomt-of-impact. Indeed
here may lie the anti-thesis of
Schatz’s (1965) thesis of a “capital
shoMage illusion" which he attri­
butes to ineffective demand by
indigenous entrepreneurs

But before delving further into this
issue of delivery, let’s pause and
examine a tew definitional prob*
lems. To put the size of enterprises
under consideration into proper
perspective, it is' necessary to define
SMEs as applicable in the Nigerian
context As of date, there is no una­
nimity in the definition(s) used for
SMEs in Nigeria. However a
common point of unanimity exists in
their de-emphasis of number of L-

ln9.

ano
ano

SO

namely th ,ppis). (ihcludpederal
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national lev®' N'9ctry (NeCI) '
to the DFIS. 'hd Indus"^spot­
commerce aP statul0s^£s' seC‘°
vested with the . appendix
lity of ,inanC'?uncti°nS_,ructure °*
among other^,e S^0CI f'°m I
illustrates th ced
enterprises fl1? ^73 Lfinition ,or
her inception <n K s d eVldent

Based on th" ises. it'®ses-
small-scale en,e e en P hng
that only 31 o''s\lthin t^were
that is enterpr , asset
rm00^^^a^rnary
financed by ne od b oer
projects for the project> per
of her total app aS at th
state oftheFederaWr the estab-
of 1983-a decad ppendix .
lisbment is show „.i<able imPr0V
Although a rern®her of projects
ment m the nu judged by
financed is notice projects
the average SIZe irnpression is
approved per state. financing
created that her sca defined for
was outside the rang This is
small-scale enterpns practice
unlikely to be the ca sjnce
particularly as the b tration
1981 taken over he ad^nment,s
of the Federal u small- I
budgetary appropriation I

scale enterprises nevelop-The Nigerian Industna I
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statutorily obliged to finance i I
nalization m Nigeria. However her
policies preclude her from man g I
such activities as cottage in us ne I
and other small-scale industries
among other activities even though I

.most of these are within her I
•minimum lending exposure o I
£±50,000. Thus the bank’s role in I
financing SMEs must be assessed I
against the backdrop of this opera- I
tional framework. Nevertheless, I
according to the Bank's Managing I
Director, Abdulkadir’4 from 1964 to
1984, the NIDB assisted IOI projects
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whose project costs were less than
14250,000 or 195 projects whose
costs were below 14500,000 In
financial terms, the bank’s commit­
ments in these projects amounted to
1419.9 million representing 3.5 per
cent of her total commitments in all
projects financed. Data is not readily
available to evaluate the contribu­
tions which on the aggregate could
be significant.

Commercial banks have had a
long history of association with
Nigeria's indigenous businesses
that it is very tempting to credit them 

with much of the latter’s achieve­
ments.'* While this might not be far
from the truth, what is in doubt is
whether they could not have done
better given their "elevated"
position in the nation's financial
structure. The banks on their part
admit their failure to go beyond the
statutory obligations imposed on
them by the monetary authorities
but defend their shortcomings with
reasons which in themselves have at
least a face value. Their merchant
bank counterparts have not fared
better in financing the SMEs 

because of their interest in the "Big
businesses". Since 1979/80 fiscal
year, the Central Bank of Nigeria
(CBN) has stipulated a mandatory
lending minimum « of. 10 per cent
to small-scale enterprises out of total
banks' loans and advances of 70
per cent reserved for indigenous
borrowers. This minimum lending
rate has since the 1980 fiscal year
risen to 16 per cent of loans and
advances for indigenous borrowers.

By size structure, this minimum
allocation for small-scale enterprises

is as follows -

Classification of Small-scale enterprises based on Annual Sales Turnover

%Up to *25.000 1 0
Over *25 000 - **50,000 1 0
Over *50 000 - HI 00.000 2 0
Over ill 00.000 - *200,000 25
Over **200.000 - *4500.000 3 5

10 0

1980—To Date
%

1 6
20
3.2
4.0
5.2

16 0~

rj to the above mandatory
tn financial terms, lendings by commercial banks to small-scale enter poses in compliance

lending stipulations from 1980 to 1985 are shown in Table 3

Table 3. AGGREGATE LOANS AND ADVANCES TO SMALL-SCALE ENTERPRISES BY COMMERCIAL
(1980-1985)

Up to *25.000
Over *25.000 - *150,000
Over *50.000 - **100 000
Over **100.000 -**200 000
Over *4200.000 - *500.000

Iota! (Aggregate)

Aggregate Loans and Advances
by Commercial Banks

Percentage allocation to SSEs
Up to **25 000
Over **25.000 - *50 000
Over **50.000 -**100 000
Over **100.000 -*2oo 000
Over *200.000 - *500 000

Source: Central Bank ol Nigeria. Lag^

1980 1981 1982 1983 1984 1985

12 1 20 5 26 6 42 9 113 9 ’19 4
162 21 4 188 388 88 9 97 6
160 ?5 8 22 0 32 5 110 7 382 6
22 3 24 7 32 0 42 6 139 8 127 4
46 8 92 6 107 3 1945 252 4 243 6

1134 185 0 206 7 351 3 705 7 970 6

6379 2 8604 8 10 277 0 11.1000 11.550 6 12.170.3

% % % % % %
02 02 03 0,4 1 0 0.9
03 02 02 03 08 0.8
03 03 0.2 0.3 09 31
03 03 03 04 1 2 1 0
07 1 1 1 0 1.8 22 20

1 8 2.1 20 32 6 1 78

A third source of institutional finance tn .u
meets in the Development finance i«t t «9overnment-both Federal and States Apart from their invest-
they make further specific financial co th?5 (DFlS) number,n9 23 a ,he moment—wholly or partly owned by them.
appropriations are channelled throunh i °nS *° lhe SMEs v,a 300031 budgetary appropriations. These
Ministries Appropriations lor small-scaiscale ,r,dustnes Credit Schemes under designated Federal and State
Federal and State levels are shown in Tabl^6^'565 durin° the various National Development Plan periods at both

FEDERAL PANDSTArlENTERPRISES IN THE NA TJONAL DEVELOPMENT PLANS BY

Federal Government
(i) Direct—SSI Credit Scheme
(u) Indirect—Industrial Development Centres

State Governments

SSI Credit Scheme

2nd NDP 3rd NDP 4th NDP
(1970 - 74) (1975 - 80) (1981 - 85)

**000 iiWO rLSOOO
n.a. 20 000 295.000
800 33.000 n.a.

4.040 28.600 n.a.
Source: Federal Government of Nigeria —National Development Plans (various).
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The increase in the share capital of
the* Nigerian Bank for Commerce
and Industry (NBCI) from M50
million to 14200 million through the
conversion of existing loans to her
by the Federal Government into
equity is a clear demonstration of
renewed interest in this sector.

Coming back to the issue of what
kind of delivery system for financing
the SMEs might be appropriate for
Nigeria, a reference to the delibera­
tions of the 20th Annual Banking
Seminar of the Nigerian Institute of
Bankers is necessary here. In this
seminar whose theme "Self-reliance
through Small-scale Enterprises”
focused on a wide range of
problems facing the SMEs sector in
Nigeria, a number of far-reaching
suggestions was advanced for
improving the sector’s financial
base. Speaking on the role of
development banks, Akwaeze1' in h
is paper of the same title expressed
the opinion that in order to shield
commercial banks from the risk of
defaults associated with SMEs’
loans which they dread so much,
they should be directed to imple­
ment his following recommenda­
tions.
1. To apply 50 per cent of their

required commitments in this
sector for the purchase of
“Special government stocks"
which in turn would be on-lent
to an apex institution for the
SMEs.

2. That the remaining 50 per cent
be disbursed as loans to the
apex institution through the
latter's issue of Certificates of
Deposits (CDs). Or in the alter­
native. commercial banks
should disburse this half
directly to the SMEs “if their
personnel have the requisite
project appraisal and
supervision skills".,B ^IS 'a«er
recommendation appears to
have failed to address the real
issue as there seems to be
very little differences in lending
skills to LEs and SMEs which
should necessarily place the
latter on a greater disadvant­

age. As a matter of fact, if
conventional reasoning is any
guide, project appraisal of the
complexity inherent in lending
to LEs is more likely to be
outside the capabilities of
commercial banks and not the
other way round. For one
thing, SMEs' capital require­
ments are Known not to
be as lumpy as those of LEs
which of necessity, demand
more rigorous appraisal while
the injection of more funds in
the former can be phased
according to financing needs.
Viewed from another angle,
taking over the financing of
SMEs from the commercial
banks because of the paucity
of skilled personnel amounts
to denying them the
opportunity of "learning by
doing''19 which should be
encouraged.

The apathy shown by commercial
banks in lending to SMEs derives
mainly from the higher transaction
costs (administrative costs and risk
of defaults) experienced in dealing
with this category of borrowers.
This is usually couched in such
familiar phrases as... “unrealistic
financial projections, poor staffing
and incompetent management and
questionable integrity of the
promoters".- among others by
banks.20 The claim implied in
Akwaeze's propositions that the
NBCI possesses an antidote for the
risks which all the commercial banks
put together find dreadful is to say
the least unrealistic? Moreover,
SMEs encompass a diversity of
activities scattered over an equally
diverse area of Nigeria. With only a
branch office of the NBCI in each
state of the country excluding the
head office, much cannot be
expected from her to strike at points
of greatest impact in assisting the
SMEs financially. Assigning so
much responsibilities to the JMBCI
invariably creates a bureaucracy by
default which can hardly match the
effectiveness and efficiency
attainable through the branch 

network of commercial banks.
Even if the argument -that

commercial banks’ funds are short­
term and therefore, ill-suited for the
medium and long-term needs of the
SMEs would seem plausible, one
would rather recommend a role
which takes this defect into
consideration—such as the
provision of working capital. Such a
role makes, less demand on
sophistication in project appraisal
involved in loans for start-ups. This
point of view is in tune with Okigbo’s
(1981 p. 231) views... "the question
that is difficult to answer is whether
the critical bottle-neck in the small-
scale sector is finance for capital
equipment or for working capital.
Both are in short supply. By sheer
size of this sector, the gap in
working capital funds would seem to
oom larger than that for equipment
and fixed investment. If indeed the
working capital needs can be met in
the most part by the banking
system, the fixed investment needs
can then be a subject of specialized
institutions"
The foregoing discussion suggests
that a specialised institution like the
NBCI has a "niche” in the financing
of SMEs which leaves other
institutions with a role, even if a sub­
sidiary one. Therefore, the role of
the NBCI must be seen as comple­
mentary; not competitive. The
kernel of the whole issue of finance
for SMEs is embedded in designing
a machinery which can ease the
problems faced by lending
institutions so that they can
contribute more significantly to their
growth and development...and in so
doing, that of the country as a
whole. It is in this respect that a
dynamic financing policy begs for
attention.

4. THE CASE FOR A DYNAMIC
FINANCING POLICY FOR
SMEs

In Section 3, the contributions of
the various sources of finance for
SMEs in the formal financial sector in
Nigeria and the debate on which
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lending to SMEs by
banks emphasizes
ownership with a

annual sales turnover

ciency in specific areas of our
national life within a target time, et
cetera, and promoting those of
these SMEs necessary for achieving
these objectives. At present, the
criterion for
commercial
indigenous
proviso that 
would not exceed 14500,000. The
credit guideline does not go
beyond categorising the enterprises
to be financed according to their
annual sales turnover and
stipulating the percentage of loans
and advances to be extended to
each of these categories. There is
no distinction between those which
can make greater impact in the
country's pursuit for self-reliance
and those which cannot, given the
scale of our national priorities. The
implication is that all the SMEs are
accorded the same weight in our
national priority list inspite of the
multiplicity of competing demands
for our scarce financial resources.
Apparently, the criterion of annual
sales turnover- as a yardstick for
lending to SMEs, places on the
same financing pedestal an indige­
nous enterprise trading on imported
manufactures which competes with
another enterprise trading on local
manufactures of equivalent end- I

use But let's stretch the argument
farther and consider the case where
the imported goods enjoy a wider
consumer acceptance and which
consequently boosts the sales
turnover. This in.effect catapults the
seller to an advantaged position.
This would seem to be the case
since the higher the annual sales
turnover, the greater the possibilities
of being accommodated using the
Central Bank's yardstick.

Aside from possibly slowing the
pace of realising the self-sufficiency
goal given the "scalar" nature of the
national policy on SMEs, the present
coverage of the financing
arrangement is very unwieldy. At
best, it leaves the selection of
enterprises to benefit ultimately to
commercial banks. Little wonder
then that in prevailing milieu, the

holds the best’hope for closing the
capital shortage gap in the sector
were highlighted. Considering the
size ol the SMEs sector, whether or
where a line of demarcation in
financing her should be drawn
between the various financial
institutions, remains unsettled.
However, the consensus would
appear to be that all of them have
joint as well as individual roles to
play in closing this gap Individually.
commercial banks as a group
represent an indispensable vehicle
for reaching a larger section of the
SMEs This view is founded on their
longer association with Nigerian
business of all sizes and diversity.
Others are their wider distribution of
branch net-work in both urban and
rural localities and greater financial
resource base even if much of it is in
"liquid" form •'

Commercial banks have been
severely criticized lor their lack of
dynamism, over caution and rigid
attitude to lending to SMEs.22
Behind the thick veil ol this lack of
dynamism, overcaution and rigidity
in attitude might lie some hidden
explanations. One explanatory
variable suspected of greatly in­
fluencing the attitude of banks can
be proffered here, that is. the higher
transaction costs (administration
costs of loan appraisal, supervision
and collection as well as the risks or
probability of arrears and defaults)
compared with the returns accruing
from lending to the SMEs on one
hand and other investment options
on the other hand Thus when
alloting their funds, banks are more
likely to consider SMEs as marginal
borrowers at best especially in tight
money market situations. One of the
resolutions in the final communique
of the 20th Annual Banking Seminar
of the Nigerian Institute of Bankers
calling for the establishment of a
Small-scale Credit and Insurance
Scheme appears to be directed at
this problematic issue. Without
doubt this recommendation offers
some but not all solutions to the
problem of arriving at an acceptable
level of costs which can significantly 

encourage lending institutions to be
less lethargic in this respect. • A
related issue in improving the credit­
rating of the SMEs is the real lack of
managerial and technical skills in the
generality of them. Tackling the
financing bottlenecks facing most, if
not all of them, remains one way of
tackling their other defects.
Admittedly, the high cost of
borrowing and limited availability of
capital compel them to pursue sub-
optimal policies which affect their
acquisition of these skills or even
employ people with requisite skills.

- The main thrust of government
initiatives in the financing of SMEs
should revolve around a sharing of
the burden of the risk involved
rather than what appears to be
"buck passing" at the moment. If
current efforts at revitalising the
country’s SMEs sector through a
judicious injection of credit among
others must succeed, prospective
lenders to the sector should be
shielded to some extent from the
enormous risks involved This
does not seem to be the case
currently. Merely compelling banks
to lend a stipulated percentage of
their funds to this sector subject to
stiff penalties for failing to do so.
without adequate incentives is like
applying the "stick without the
carrot. "Commercial banking and in
deed all types of banking institutions
with the exception of the Central
Bank are profit oriented in their
operations. Consequently, they
should not be over-burdened with
the task of financing our economic
development especially when other
economic units are less burdened,
without cushioning the side-effects
of this responsibility.

• What is being advocated here is
not a policy of a general subsidised
credit scheme aimed at supporting
the entire SMEs sector which may
end up financing many inefficient
ones that are wasteful users of
scarce capital. Rather, the goal
should be to map out a continuum
of well-edited objectives., such as
export promotion, attaining self-suffi-
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enterprises which received the.
greatest patronage since the
inception of the credit guidelines on
the financing of small-scale enter­
prises are the large ones in terms of
annual sales turnover as evident in
Table 3.

What has happened in effect is a
crowding out of the smaller ones
apart from the fact that it is doubtful
if those favoured more, occupy a
superior position in the ranking of
our national priorities Whether
annual sales turnover is a valid yard­
stick for determining the volume and
direction of credit to SMEs; or
whether it should suffice as a
definitional tool for delineating them
from the LEs. deserves being con­
sidered. In the final analysis, in
whichever manners the govern­
ment takes up the risk sharing being
advocated, the effectiveness of
finance for the SMEs sector is likely
to come to naught unless its present
scope is limited to enterprises of
high priority to our present and
future needs, with potentials of
having a multiplier effect on the rest
of the SMEs which also have poten­
tials of future growth but not
covered immediately in the
financing programme On a final
note of caution, time has arrived for
a clean break with the present
"breath but no depth financing
syndrome" for SMEs in Nigeria.
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can Banking Corporation then
operating in South Africa. As
at the end of 1983, there were
25 commercial banks sharing
between them a net-work of
1100 urban and rural branch
offices throughout Nigeria.

16. This and other policy directi­
ves of great national economic
importance are issued in the
Annual Monetary Policy Circu­
lars—Credit Guidelines to
Commercial and Merchant
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Ogundipe. V. A., in his paper-
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commercial banking group is
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(Continued on page 42)
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News from NIM Member Organisations and Others

provisions of the Nigerian Enterpri­
ses Promotions Decree of 1976. the
name of the bank was changed in
January. 1980, to Allied Bank of
Nigeria Ltd

By December 31. 1986. the bank
had 40 branches spread throughout
the federation.

FLOURMILLS,
IN N2.6m
PROFIT

in 1986, reduced by 1413.2 million
or 34% to 1425.6 million.

Mr Ayida reflected that 1986 was
a most difficult trading year as a
result of the Structural Adjustment
Programme and its attendant
Foreign Exchange Market.

Two executive directors of the
company. Mr. D. B. Otrofanowei
and Alhaji K. Shaibu retired volunta­
rily during the year and the acting
chairman attributed this to "the
continuing rationalization program--

me going on in the company''.

CT our Mills of Nigeria Limited made
‘ a net after-tax profit of
W2.669.000 and consequently
declared a dividend of 141.300.000
for the past year ended 31st March,
1987

Making these assertions on Thurs­
day. 22nd October, at the Banquet
Hall of the National Theatre.
Iganmu, Lagos, was the Chairman
of the company. Mr G. S.
Coumantaros

He slated that the turnover of the
company decreased from 14142.6 to
14120 8 million and profit before lax
decreased from 145 6 million to 144 4
million. Group turnover decreased
from £4165 5 million Io 44160 1 mil­
lion Group profit before tax how­
ever increased to 1412 5 million from
1411 3 million

The decrease in net profit, the
chairman explained, was due to the
company's late receipt of import
licence which was not issued until
March. 1986

The chairman also disclosed their
plan to convert part of their wheal
production lines to maize milling
since wheat supply had been inade­
quate.

He congratulated staff on their
dedication and loyalty which he said
was the only magic behind the j

country as a branch of the Bank of
India Limited. Bombay, on 10th
September. 1962, and had its first
office at Balogun Square in Lagos.

It became Bank of India (Nigeria)
Limited, on May 30. 1969. and'
when changes were made in its
ownership structure, in line with the’

___ .. 1O y vu iy on in tne comp;

SBN RECORDS GROWTH IN
MANY SECTORSThe Savannah Bank of Nigeria Li-

’ mited has hit the 141 billion mark
in its total assets and this is a reflec­
tion of the fact of its substantial
growth during the past year ended
March 31st, 1987

In his report to shareholders at the
bank's annual general meeting held
at the Congress Centre. NICON
NOGA Hilton Hotel, in Abuja, recent­
ly. the Chairman, Chief S O
Lawam, said that increase in asset
base was 59 5% and that other
increases were 14101.348 in depo­
sits (which stood at 14667.037 mil­
lion); 148 464 million or 47 8% in
pre-tax profit (which was 1426.185
million) and 46.4% in after-tax profit
which was 1418.523 million.

Gross and net earnings also rose
by 24.3% and 28.4% respectively
to 14117.6 million and 1480.4 million.

A dividend of 8.0 kobo per share
which amounted to 145.588 million

ALLIED BANK
Allied Bank of Nigeria Limited was

25 years in business in the coun­
try on the 19th of September, and
the occasion was celebrated with.
among other activities, the opening
of the bank's Apapa branch, and a
lavish dinner at the Federal Palace
Hotel Lagos.

The bank started business in the

was paid to shareholders.
The chairman also intimated the

shareholders of the three new
services, launched by the bank
during the past year. These were
the Special Savings Scheme for the
youth under 21. the Time Deposit
Open Account (TDOA) and the
Export Promotion and Finance
Scheme.

The under-21 scheme, he said.
would enable the youth to borrow
up to twice the amount in his
savings account to assist him set up
a business of his own. go into
agriculture, or invest in quoted
stocks i he TDOA will enable depo­
sitors to earn interest on funds which
are as good as on current account
while the Export Promotion and
Finance Scheme will help link Nige­
rian exporters with purchasers
abroad and also provide financial
support and advice. success made.----------------

CELEBRATES SILVER JUBILEE
r'ftlinfrx-------  •

BEWAC BETTER IN SECOND HALF
O E WAC Nigeria Limited rose from

a group loss of 14491,000
during the first half year to a net
(after-tax) whole-year profit of
14821,000 on its operations during
the past year that ended 31st
December, 1986.

This revelation was made by the
company's acting chairman. Mr.
Allison A. Ayida. during the 38th
annual general meeting held at
Central Hotel in Kano, last October.

On the general trading results. Mr.
Ayida stated that the group turnover
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USIS DONATES BOqko
mted States Information Ser- ten?
5 n ICICI 1 QC .. Z®U Pranl,^^ _

3

4

2

News From NIM Mernbi

1 vice (USIS). has donated 186
volumes of books to the Nigerian
Institute of Management

The books, which cover a wide
range of management subjects
were presented by Mr E. Anyaso
on behalf of the USIS

The books among others include
1 Gregg Shorthand Dictionary.

by J R Gregg
Accounting Principles (compu-

i- — 1987). to the extentthat the bank moved from fourth
position among the country's mer­
chant banks (with respect to assets.
profits and return on assets) to the
first position ft placed second only
in total assets

the First Bank Chief Executive
said that since 1974. when Mr
Gamaliel Onosode became the first
Nigerian Chief Executive of NAL
Nlerchant Bank, no one had come
from outside, and that Mr Oyetan
was the third successive chief execu­
tive to be appointed from inside the
Bank That stability, he said, was
responsible lor the great strides
made by the bank

ADE.OSUN MOVES TO
BANK AS MANAGING D|

The Managing Director of First tenure (jq7
Bank of Nigeria Ltd.. Chief th=> ... ®

Oluwole Adeosun. has attributed the
tremendous success of his formbr
organization—the NAL Merchant
Bank—to stability in its leadership.

Chief Adeosun was responding to
his toast at a send-off dinner held for
him by NAL Merchant Bank where
he was Chief Executive before
being appointed to First Bank in
August

In a special tribute paid to him by
both NAL chairman. Air Vice Mar­
shal. A D Bello (rtd). and its new
Chief Executive. Mr John D
Oyetan, Chief Adeosun was said to
have ■ improved the operations of
NAL Merchant Bank during his

Qjwa
H Lever

cpluso Giwa las
z-mef BUooO'"‘ed 'he ?ha:rmanU been apP° DireCtor for Lever
and Manag'"9 L|ffllted. a member
Brothers N'9^,o succeed retmng
of UAC 6<oUp'
Mr Ab'dogoh |S a Chartered

Chief G|Wan ined Lever Brothers.
Accountant- I ygars ago as a
about iwenTrralnee. having obtam-
Management ee of the Univer-
ed a bachelor )lSing m Accoun-
sity of Lagos, speo

lancy fellow of the Institute

lan,S'°n. mp institute of Chartered
fellow ot tne AdrTHmstrators on
Secretaries ano
22ndApriLi9 the Smgular

Ch,e' n^bemg the first Nigerian
honour o and the second
F'nanCialCr°nmme^l Erector of

Nigerian h e oppor.
LeVer Br,°'Xno the hrst N.genan
'unity 0 Officer in the Financial
X^m-r. London, from

’9Mr "owa^s a Fellow of the Nige­

rian institute of Management which
he joined m 1970. as an Associate
He was upgraded to ull member-
ship on the 28th of July- 1983 Mr
G1wa1S a member of the Council of
lhe Nigerian Institute of Manage-
ment

In a letter to Chief Giwa congratu­
lating him on this appointment, the
Director-General. Professor 0
Ogunlade. noted that although the
tasks ahead are challenging. Chief
Giwa s Qualities will not only guide
h,m to success, but to excellence

Management In Nigeria also
congratulates the Chief

KeHh/Stephe^ Sel)' by Sm"h/

P GkXna^annadSem^t. by J

and ManaXUentnS Markets
Edmuster ent' by R O

The 186 volumes n
big aid to the siah °T"‘S ‘° be a
N,IM who. current dfnmemDerS
“"heusersoffhe^Ly ,hebulk

NIM CooperatorselecToff^r
MR. A. O. Jolaoso emerged President of lhe NIM Cooperative Thrift and C

election conducted at the Courtyard of Management House on \a/qh red,t Society »n an
1987. ' Wednesday.18th November.

Mr. Jolaoso. like Margeret Thatcher, defeated three other contesta
tial crown for the third term. He is currently the Project Manager of NIM S '° Wear the fJresiden-

Other officers elected into office in the three-year old Cooperative S
(Vice President), Mr. P. C. Opara (General Secretary), and Mr A A Hop0'^ Adebayo.

Other Exco members include Mr. C. A. Oloruntuyi, Sola Alonge G U °nu ^reasurer)-
and Mrs E. I. Olatunbosun. l°ku. Ade Akintomide

According to Mr Opara. the new General Secretary, the objective of th

workers make ends meet by obtaining loans which are repaid with non cqG S°Ctely IS t0 help
The society also engages in the purchase of essential commodities for di«tr^^erC'.al ,nleres,s

at affordable prices. >on o members
The NIM Cooperative. Thrift and Credit Society is open to all cadres of workers of NIM
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(Continued from page 39)
22 Ojo. J A T "Role of Traditio-

nal/lnformal Financial Institu­
tions m Financing Small-scale
Enterprises" Paper presented
at the 20th Annual Banking
Seminar of the Nigerian Institu­
te of Bankers September.
1985 pp 4 - 6

23 A number of measures which

is not exhaustive include.
(i) permitting market rate of inte­

rest to be charged
(n) establishing a small business

credit guarantee and insuran­
ce scheme.

(m) establishing a refinancing
facility or a secondary market
for rediscounting small busi­
ness loans

lablel SIZE STRUCTURE
11973-75) tf000

OF NBCI'S COMMITMENTS

Activity

6 2

2
2

2

2 3

2

2
total

20 9

State

24

36

25

6

TOTAL

12
25
10
16

2
2
2

#300—
#500

*d50-
#300

6
25
10
23

Over
#1000

Under
#150

51
16

Over
#500

Number of
Projects

Total
Amount
(#000)

25.278 2
42.365 1
28.269 4
25.817 5
16012 4
12.275 6
4 277 0

21.773 7
11.1780
21 779 3
13.822 8
42.833 5
14.395 0
17 546 8
153183
13.839 0
5.135 7

18.303 0
24.297 8
20.068 2

Anambra
Bauchi
Bendel
Benue
Borno
Cross River
Gongola
Imo
Kaduna
Kano
Kwara
Lagos
Niger
Ogun
Ondo
Oyo
Plateau
Rivers
Sokoto
Abuja

Average
Amount
(#000)

1.053.26
3 026 10

785 26
1 844 11

600 50
1 227 56

71283
870 95

1 11780
946 93
987 34
839 87
899 69

1.032 16
1 276 53

553 56
513 57

1 143 94
1 735 56
3.344 70

Food and
Beverages
Textiles
Wood and
Wooden Products
Pulp and Paper
Chemical
Non metallic
Minerals
Machinery. Basic
metal
Electronic.
electrical
Other Manufacture
Tourism
Other Services

369 393 586 3

Strnn C °k'9b0 Financial System------------
ure and Growth Longman (1981). p 142

APPENDIX II

Source: G C Akwaeze. "The Operations of Nigerian Bank
for Commerce and Industry”. Bullion (Siver Jubilee Edition)
Volume 11(1985) p 40

(iv) allowing a fixed per cent of
losses on loans to small busi­
nesses to be written off for cor
porate tax purposes

(v) establishing a small business
extension programme
drawing on the services of
related institutions as well as
relevant faculties of universities
and colleges of technology
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highly placed sub-culture of mortals
who manage men and money and
whose activities mirror the direction
of national economic goals. The
executive bears responsibility for the
performance of several others
under him and he also reports 'pro­
gress' to someone else or a group
of people.
STRESSES ON THE EXECUTIVE

The stresses on the executive
may arise primarily from his own
organisation, his personality, the
political system and his socio-cultu­
ral environment. The operating for­
ces in these four spheres are intrica­
tely intertwined. However, for the
sake of description, each will be

augur for efficiency, productivity
and personal contentment.

The word executive connotes one
who acts or performs in a purposive
manner towards specific and pro­
ductive goals and it implies posses-

I sion of a sense of responsibility and
I accountability. An executive can be
I anybody from a housewife who nur-
I tures her children and make life
I comfortable for her husband and a
I school head-prefect to the head of a
I government. An executive in conso-
| nance with his specific values in the
I development and growth of the
| community be it local or national,

can be defined as an individual who
heads a corporate body or a signifi­
cantly viable fragment of it with
organisational skeleton framed
towards productivity.

He belongs to the very small but 

THE post-independence political
epochs in Nigeria have resulted

in enormous economic challenges
which are being met with desperate
economic policies and draconian
fiscal measures. These trends are
manifesting themselves in the increa­
sed risk of psychological disorder
among the ordinary citizens
inclusive ot the Nigerian Executive.
This discourse will delve on some
important questions. Who Is An
Executive? What is Stress and
How Can Stress be Minimised and
Handled by the Executive. The ans­
wers to these questions should
assist in the identification of 'rules'
which if obeyed by the executive will 

dealt with as discrete issues. Taking
off with mtra-orgamsational stress.
let me extract from Uris's thoughts.
says he "There are factors at work
in most business organisations that
thwart their executive, and the most
capable are often the most hurt.
Accordingly, the average company
is a cesspool of resentment, frustra­
tion. anguish and hate. And these
destructive emotions still further cut
down on the availability of executive
talent".

Stress on the executive emerges
right from the moment he is officially
notified of his executive status and
during the infancy of his new exe­
cutive role. More often than not,
despite proven professional adroit­
ness and personal probity which
earn him the executive status in the
first place, there are transient 

Dr. O. O. Famuyiwa i
fears and ambivalence regarding
the anticipated challenges and [
chances of success. These emotio­
nal states can cause a few sleepless
nights and psychological distress of
considerable dimension more so if
fears and indignations about
management destabilisation were
contingent to the performance of the
executive's immediate predecessor.

Secondly, I wish to invoke a
model of micro-sociological conflict
where stress is an expected by­

product of inter-personal friction with
either one's superiors or subordina­
tes. In the context used here, inter­
personal conflict does not refer to
honest disagreement on organisa­
tion's principles and policies but
they refer to grudges, -hateful envy
and allied negative human reaction
patterns which are related to the
qualities in the person of the execu­
tive vis-a-vis his colleagues. Such
retrogressive, if not sadistic reac­
tions. manifest themselves in gratui­
tous opposition to, and reluctance to
taking legitimate instructions from
the executive. There could be bicke­
ring and even false libelous allega­

tions.
Contemporaries beaten to the job

(particularly if he is older than the
executive) could be potential
sources of unwarranted opposition.

EXECUTIVE AT WORK
Focus on Stress

by O. O Famuyiwa
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In the traditionally minded indige­
nous executive, belief in metaphysi­
cal forces and the probability of their
invocation could create intolerable
anxiety and sense of insecurity.

The sum-effect of these human
factors are obstacles to the execu­
tive's freedom of action and smooth
display of his values for the gains and
glory of his establishment. No exe­
cutive enjoys these adverse pheno­
mena but he must overcome or
come to terms with them in order to
function effectively This is where the
stress arises. The executive's own
constitutional (personality9) defects
may have an important role to play
in the interpersonal conflicts alluded
to above. The obsessive-compulsive
executive—the perfectiomstic man
who sets supraideal rules and stan­
dards virtually impossible to attain in
realistic terms will create stressful
situations for himself. Can you
imagine an executive who bangs his
desk because his secretary's only
error in an extensive typing work
was omission of a semi-colon in a
sentence? The same executive who
insists on a monthly report when
quarterly submissions are clearly
sufficient and who by being over-
conscientious leads by repeatedly
checking his workers' performance
and making unnecessary demand
on them1

Thirdly, the nature of the relation­
ship of the executive to the manage­
ment higher quarters, eg., the
Board of Directors is a fertile soil for
stress. This sort of functional relation­
ship varies in np small measure from
one organisation to another. An equi-
libruim can be facilitated when the
executive on the basis of mutual
trust and confidence is given a free
hand to manage the affairs of his
organisation—of course within the
context of his employment terms

We have the all-pervading natio­
nal political policies which may act in
diverse ways to exert stress on the
executive The factor of prejudice of
racial and ethnic colouring totally
unrelated to ability can lead to the
executive being side-tracked in the
career race There is no doubt that 

some of these policies in Nigeria, for
example the 'Federal Character' or
'Quota System' do have merits such
as ethnic balancing of development
and hopefully national unity, yet they
can be anathema regarding particu­
lar circumstances of an executive.

Fifthly, draconian economic
measures such as restriction of
imports essential to manufacturing
industries, foreign exchange con­
straints and so on. can mar an exe­
cutive's resources for progressive
action and even eventuate in wor­
kers' union's disenchantment

Sixthly, the executive's percep­
tion. of how he should best attain his
goals has significant implication for
his own emotional health The distin­
guished heart physicians Friedman
and Rosenman described the Type
A Personality as associated with
heart disease This personality type
is characterised by extreme compe­
titiveness. drive for success, restless­
ness. dynamism, hyperalertness.
extreme sense of time urgency.
pressure of commitment and impa­
tience.

The seventh stress derives from
the complexity of our cultural matrix
in which a number of demands of
social obligations emanating from
human interdependency are note­
worthy The executive, is part of his
society and the need to resolve
conflicts which may arise from these
cultural obligations can be very
stressful. For instance, he may need
to bear responsibility of the welfare
and career ventures of members of
his extended family system or by
virtue of his birth-right may be
expected to be actually involved in
community development
programmes. These responsibilities
are outside the executive's organi­
sational roles, but moral constraints
may compel him to justify these
roles, and unresolved conflicts
arising thereof can spill-over to dis­
turb the smoothness of his fuction-
mg at work.

The eighth stressor can arise in
relation to domestic issues ranging
from chronic marital to health and
behaviour problems of children and 

other dependants. The home
should be a peaceful base for rela­
xation after a hectic day's work’ and
whose shelter and severity the exe­
cutive should dearly long for. It is
often advised that a man should not
carry work problems to his home
and vice versa. However, this rule
will be broken in the face of better
marital upheaval.

We may ask how can an execu­
tive prevent, minimise or combat
stress9 Rule 1 —The executive must
firstly understand himself thoroughly.
Accurate self-perception of one's
assets and weaknesses is a hall­
mark of a stable personality and cer­
tainly the attribute essential to setting
of realistic goals in life. There ought
to be a concordance between one's
expectation of success in a particu­
lar career venture and the realistic
personal qualities cognate to one's
goals A psychologist once illustrat­
ed this point by asking “Do you fully.
realise that you may not be a sow's
ear. exactly, but you will never be a
silk purse? On the other hand, are
you aware that you may have at
hand all the materials to make a silk
purse if only you use them and put
them together right?

Do you know that to become
Number One man requires a great
deal of continuous self-schooling
and self-disciphne?"

Rule 2—Adopting a life style in
which there is ordering of daily prio­
rities and deliberate slowing down of.
pace of activities. Adequate sleep is
most essential. Set aside a short
period of self-analysis during which
you retrieve your personal failings
and successes and strive to make
necessary amends where neces­
sary This should be in a quiet lone­
some but safe place lasting say two
or more one hour sessions or four
half hour sessions in a year1 Unne­
cessary journeys for non-essential
socio-cultural obligations should be
reduced as much as possible

Use of alcohol is to be restricted to
just social conviviality and be sure
you are physically fit and in a good
frame of mind before drinking. It is
very important to stress that drinking
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s to oe a\cded while one is in a
state of cepresson or anxiety.
Above all. know your limit ot intake

■ above which your composure may
become undigmfying and your phy­
sical health in jeopardy.

Rule 3—Have a good doctor and
request for a complete medical
check-up at least once in six
months, particularly if you are aged
40 years and above Some qualities
of a good doctor are experience.
ability to be a patient listener, deco
rum. and taking an interest in his
patient as a person. If you are in
doubt, you may request the opinion
of two or more other patients who
have been on the doctor's list for a
considerable length of time.

Rule 4—Be very cautious about
•high-caloric, carborhydrate diet
which promote obesity with atten­
dant high risks of hypertension and
heart disease It is beneficial to
concentrate on low-far protein (eg
lean meat, beans) and vegetables;
Tonic and vitamin preparations are

1 usually not necessary except with
prolonged lowering of appetite and
during recovery from a major illness.
Self medication with tranquiltsing
drugs is mentioned to be condem­
ned Their use should be brief and
under the advice of a doctor

Rule 5—Non-vigorous physical
exercises such as jogging and
playing table-tennis help to relax
muscle tone, and improve the func­
tioning of the heart1 Two kilometres
of jogging twice a week should be

■ adeq uate for most executives. If out­
door activity is not personally fan­
cied. relaxation and breathing exer­
cises such as those which form part
of transcedental meditation (Yoga
for instance) are useful. However
the precise choice would depend on
age and residential conviruence.

Rule 6—Avoid what has been
termed "executivitis" meaning a
state of mind stemming from ego-
centricity which generates feelings
of omniscience, arrogant superiority
over subordinates and the feeling of

'being able to solve problems with-
j out joint study or consultation. This
j pattern of leadership manifests 

mainly in the reluctance to delegate
responsibilities to subordinates. De­
legation is not avoidance of respon­
sibility or abandonment of roles. The
executive still oversees most affairs
directly, but delegatory responsibi­
lities allow him breathing space to
concentrate on crucial issues.

Rule 7—This relates to what I call
beneficial use of leisure in the office.
Specifically, I am referring to brief
moments during office hours when
the mind is taken off work and
directed towards mentally relaxing
spheres. For instance, a few minu­
tes gaze at the landscape or the
lagoon or a garden through the
office window should be emotionally
soothing Part of lunch break could
be spent in window shopping. Soft
background music has been found
to be a very potent measure for
reducing stress and I have personal­
ly found it to be so.

CONCLUSION
Finally, let me summarise by retrie­

ving some salient points from the

1 Alexander. F. (1950): Psycho­
somatic Medicine Its Princi­
ples and application W. W
Norton, New York.

2 Ayonnnde. A. (1983)' Mental
Health and Everyday Living-
An Insight into Practical
Issues of Life. Evans Bro­
thers, Ibadan.

3 Durkheim. E. (1951): Suicide.
Free Press of Glencoe
(Macmillan) New York.

4. Friedman. M. and Reseman.
R H. (1974): Type A. Beha­
viour and Your Heart. N. Y.
Knopf.

5 Jennings. E. E (1967): Execu­
tive Success. Stresses. Pro--
blems and Adjustment. N.Y.
Appleton-Century-Crofts.

6 Kiev. A (1974) A Strategy for
Handling Executive Stress.
Nelson Hall Company. Chi­
cago, Illinois.

7 Page. R C. (1981): How to
Lick Executive Stress 

foregoing. Stress is the natural
response to the bustling and hust­
ling of daily living and the Nigerian
executive, by virtue of his peculiar
status which carries enormous res­
ponsibility and accountability is
highly vulnerable. Stress cannot be
completely avoided; indeed, it
should be regarded as inevitable
ordinary experience of daily living.
However, measures that have been
found to be effective in reducing it
include: a well-organised and order­
ing of personal schedule on daily
basis, regular medical check-ups
from reputable medical practice,
regular physical exercises, transce­
dental meditation, avoidance of die­
tary indiscretion and the cultivation
of the habit of delegation of respon­
sibilities. It is my hope rather than
belief that with realistic self-appraisal.
self-discipline and the emergence of
a more economically viable Nigeria.
the Nigerian executive should be
able to come to terms with himself.

his organisation and his society.

Cornerston Library. Simon &
Schuster, New York.

8. Phillip. J. (1982): Stress, Health
& Psychological Problems m
th major Professions. 2nd
Edition.

9. Selya, (1974)): Stress With­
out Distress. Phila, Lippin­
cott. 1974.

10. Shepard. W P (1961). Execu­
tives. Health, Secrets.
Bobbs. Mervill.

11. Tanner, Ogaden. (1976):
Stress—Human Behaviour.
Time-Life Books. New York.

12. Uns, A. (1972): The Frustrated
Titan: Emasculation of the
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