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ABSTRACT

The study is on the “ Impact of TETFund Intervention on Human Resources
Development in Government Owned Tertiary Institutions in South Eastern
Nigeria (2011-2016). The objectives of the study are to examine the extent
to which TETFund intervention on staff training and development improve
the skills of workers in government owned tertiary institutions in South-
Eastern Nigeria; and to deter mine the extent to which TETFund sponsor ship
of staff to conferences and workshops improve research and the academic
growth in tertiary institutions. The study adopts the descriptive survey
research design. The total population of the study is 17,108 respondents
drawn fromgover nment owned tertiary institutionsin South-Eastern Nigeria.
Primary data are collected using structured questionnaire that are
administered to a sample of 391 while 340 copies wer e returned and used for
the analysis. Two hypotheses were formulated and tested. The results of the
correlation tests indicate that TETFund intervention on training and
development has great impact on improved skills and development of the
staff of tertiary institutions, and TETFund sponsorship of academic staff to
conferences and wor kshops has significant impact on research and academic
growth in tertiary institutions. The study concluded that despite the fact that
TETFund has immensely improved human resources development in
government owned tertiary institutions, there is still need for improvement.
It therefore recommended equal fund allocation formula to institutions and
elimination of bureaucratic bottlenecks to encourage easy access to fund by
tertiary institutions.

Key words: TETFund Intervention, Human Resources Development,
Government Owned Tertiary Institutions, South Eastern Nigeria

INTRODUCTION

Government owned tertiary institutions are established, financed, managed and
controlled by the government to promote acquisition of knowledge, teaching, research
and community service. Thesetertiary ingtitutions, ascitadel of knowledge, education
and human resource devel opment, are saddled with theenhancement of quality human
resourcesthat will manage theseinstitutionsand the Nigerian economy. Therefore,
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availability of humanresourcesingovernment owned tertiary inditutionsisaprerequisite
for theachievement of Nigeriantertiary indtitutions' objectives. Itisimperativeto note
that between thefirst and second republicin Nigeria, thousands of graduatesfrom
government owned universitiesand polytechnicswere highly demanded dueto their
skillsand exploitsin variousfields of human endeavour resulting from the quality of
training inputs by theinstitutions. However, the situation has changed due to poor
human resources devel opment resulting from inadequate funding of education, poor
staff attitudeto work, policy inconsistency, managerial incompetence, and corrupt
practices(Ezedli and Esiagu, 2009).

Also, with the shortage of skilled human resources and poor performance of
studentsin government owned tertiary institutions, investment in human resources
development becamerelevant and an indispensable meansto improve performance
and skillsof employeesinthesetertiary ingtitutionsin order to accomplish established
missions(Agabi and Ogah, 2010). Thequest for efficient management of government
owned tertiary institutions|ed to theintroduction of several reformsby the Federal
Government. These reforms include the establishment of National Universities
Commission (NUC) to regul ate the operation of al universitiesin Nigeria, National
Boardfor Technical Education (NBTE) to regul ate polytechnic educationin Nigeria
and National Commissionfor Collegesof Education (NCCE) toregulateal| Colleges
of EducationinNigeria(Balkie, 2002). Themost crucid effort isthe establishment of
anintervention agency known as Tertiary Education Trust Fund (TETFund) toimprove
productivity and devel opment of government owned tertiary ingtitutionsin the country
by providing basic infrastructure to promote teaching and learning, research and
publications including human capacity development (Agabi and Ogah, 2010).
Considering the numerous efforts of Nigerian government on human resources
devel opment in government owned tertiary ingtitutionswithout achieving thedesired
results, and the establishment of TETFund under the TETFund Act, 2011 to promote
quality and higher standards of education, it has becomeimperativeto assessthe
extent towhich TETFund intervention on human resourcesdevel opment in government
ownedtertiary inditutionsimprovesthestandardsof tertiary inditutionsin South Eastern
Nigeria

Human resourcesdevel opment isan organizationa strategy towardsimproving
competitiveness, performancelevel, structural devel opment and skillsof workers
(Muogbo, 2013). Manpower situation and infrastructural decay is aarming and
ridiculousin government owned tertiary institutionsin South-Eastern Nigeriadueto
policy incons stency, poor funding of human resources devel opment, corrupt practices
and ethnocentrism (Ezedi and ES agu, 2009; Armstrong, 2009). These have contributed
to poor teacher quality, poor academic performance of students, ceasel essstrikesby
teachers, low rating of ingtitutions, poor staff performance, recruitment of unqualified
teachers, poor human relationsand over politicization of human resources planning.
The demand for research and publications asacondition for improved conditions of
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sarviceamong lecturersin government owned tertiary indtitutions has continued unabated
to encourage academic growth and scholarship among academic staff including
internationa rankings. Also, nogovernmentin Nigeriahasmadeany seriouseffortsto
allocate minimum of 26% asapproved standard budgetary allocation to education. It
isagaingt thisbackdrop that an intervention agency known as Tertiary Education Trust
Fund (TETFund) was enacted under the TETFund Act, 2011 to manage and monitor
the disbursement of fundsto government owned tertiary ingtitutionsin the country for
the provision of critical infrastructure necessary for improvement of quality and
mai ntenance of standardsincluding human capacity devel opment. Thisstudy therefore
attemptsto examine how TETfund intervention on human resources devel opment has
impacted on government owned tertiary ingtitutionsusing South- Eastern Nigeriaasa
casestudy. Specifically, the objectivesinclude:

1. To examinethe extent to which TETFund intervention on staff training and
development improvesthe skills of workersin government owned tertiary
ingtitutionsin South-Eastern Nigeria

2. To determinethe extent to which TETfund sponsorship of Academic staff to
conferences and workshops improves research and academic growth in
government owned tertiary ingtitutionsin South-Eastern Nigeria.

Thiswill beredevant to academicsand the advancement of knowledgeinthediscipline
of human resources management. It will also provoke research and add to existing
literature on the subject matter. Empiricaly, the study will help government and other
stakeholders to know the impact of TETFund intervention on human resources
development intertiary inditutionsin South- Eastern Nigeria. Thisstudy shdl beguided
by thefollowing hypotheses:

H,L.  TETFundintervention on staff training and development hasno statistically
sgnificantimpact onimprovement of theskillsof workersin government owned
tertiary ingtitutionsin South Eastern Nigeria

H,2  TETFund sponsorship of academic staff to conferences and workshops has

no statistically significant impact on research and academic growth intertiary
indtitutionsin South Eastern Nigeria

Concept of Human Resour ces Development

Human resources devel opment encompasses both organizational specificthrough staff
training and re-training programmes and turning out human resourcesthat are needed
for organizationd growth and economic development (OnukaandAjayi, 2012; Omodia,
2009). The concept a so involves conscious and continuous process of acquiring and
increasing the number of peoplewith the requisite knowledge, education, skillsand
experience needed for Nigeria'seconomicindustrialization. Thisisbecause human
resources development programmeisdetermined by organizational needswhilethe
Srategiesadopted by the human resourcesmanager d so affect the skillsand competence
of employees. Oluwasanya(2014), statesthat human resources devel opment refers
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tothedrategies methodsandlevel semployedinawork environment aimed at increesing
the competence of the workforce. For Armstrong (2009), human resource
development isaprocess by which employeesinawork environment are devel oped
withtherequisiteskillsand knowledgethrough training and education for the purpose
of empowering them take charge of futurejob challengesto improve organizational
performance. Itisnecessary in Nigeriantertiary ingtitutionsto avoid the manifestation
of staff incompetence, inefficiency and ineffectivenessand poor quality of outpuit.

Thoughmateria andfinancid resourcesareessentid in attaining organizationa
god s, the human component isthemost vital becauise human beings havethe capacity
to articul ate and activate these other resources. Rao (1995) statesthat the scope of
human resource devel opment invol ves devel opment of employee competenceand
knowledgefor improved performance andjob satisfaction. He continuesthat inevery
organization, thereisneed for new employeesto be supported, nurtured and encouraged
intermsof development toreach their full potentiasfor the benefitsof both themselves
andfor theorganization. Nadler (1970) notesthat devel opment of manpower resources
involvesthe use of training and devel opment, career devel opment and organi zational
development toimproveindividua and organizationd effectiveness’.

Nigerian Higher Educational I nstitutions

After independencein 1960, thequest for skilled and competent workforcefor Nigeria's
economicindugtridization and efficient civil serviceremained unabated. Thisprompted
theestablishment of severd tertiary ingtitutionsthrough necessary Decreesand legidative
enactments. Thesehigher educationd ingtitutionsincludefedera, statesand private
ownedingdtitutions. Higher educationd indtitutionsin Nigeriaincludeuniverstieswhich
the Egtablishment Act, empowersto produce higher level manpower whilePolytechnics,
M onotechnicsand Colleges of Education produces|ow and middie manpower for the
management of Nigerian economy. Private owned tertiary ingtitutionsare established
and financed by individualswho invest their resources assole proprietorsfor profits
while government owned tertiary institutions are higher educational institutions
established, financed and managed either by the State or Federal governmentsto
satisfy publicgods.

Table1: Growth of Higher Educational Ingtitutionsin Nigeria

S/No. Institutions Certificates No. of No. of No. of
Awar ded Private  State Federal Total

1 Universities B.Sc., M.Sc., Ph.D. 68 a4 40 152
2 Polytechnics ND, HND 43 41 28 112
3 Colleges of Education NCE 14 46 22 82
4 Collegesof Agricultureand

Related Disciplines ND - 18 17 35
5 Colleges of Health Technology ND, HND 6 11 19 36
6 Monotechnics/Specialized Institutions ND, HND 2 2 22 26
7 IEls ND 129 4 4 137
8 VEIs 72 1 4 7

Total 334 163 156 653

Source: National Universities Commission (NUC), National Board for Technical Education (NBTE), National
Commission for Colleges of Education (NCCE) as at December, 2016.
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Human Resour ces Development Strategiesin Gover nment-Owned Tertiary
Ingtitutions

Tertiary Education Trust Fund (TETFund) under the TETFund Act 2011 ischarged
with the responsibility of managing, disbursing and monitoring the education tax to
government owned tertiary ingtitutionsin Nigeria. It isan education intervention agency
of thefederal government. The mandate of the TETFund under the TETFund Act,
2011 istoimprove staff productivity and standards of tertiary institutionsthrough
provisonof bascinfragtructurd facilitiesto encourageexcellent environment for teaching
and learning, ingtructiona material sand equi pment, quality research and publications
and development of human resources for national economic development.

The human resources devel opment strategy adopted under the TETFundAct,
2011 involvessponsorship of teaching staff for manpower training and development in
Nigeriaor abroad for Mastersand Ph.D Degrees, Research grantsto academic staff
and sponsorship of teaching and non-teaching staff in tertiary educationd ingtitutions
for conferencesat theratio of 70:30. Infact, the sponsorshipisbasically on human
capacity devel opment towardsincreas ng staff skillsand knowledgeto ensure better
international ranking and competitivenessof government ownedtertiary ingtitutions.
Thecategoriesof infrastructural intervention arenorma Intervention, intervention on
special projects, intervention on projectsof highimpact; while categoriesof content-
based i ntervention are devel opment of ingtitutionslibraries, training and devel opment
of academic staff, sponsorship of staff for Conferences,

Teaching Practice, publication of Academic Journds, book devel opment and
research grant for ingtitutional based research. Interested government owned tertiary
indtitutionsare expected to submit their gpplicationscontaining list of suggested projects
with required papers and architectural designsto back up their applications. The
Tertiary Educationa Trust Fund (TETFund) isexpected to scrutinizethe applications
submitted by indtitutionsto ascertainif the projectsarefundableaccording toitsmandate.
Oncetheapplicationisscrutinized and gpproved, thebeneficiary indtitutionswill employ
the servicesof aSupplier, Vendor and Contractors.

Theingtitution is also required to open a particular bank account for the
transactionsin order to effect paymentsto the Suppliersand Contractorsfrom the
bank account. Infact, proposed projectsof government owned tertiary ingtitutionsto
the TETFund should be within the core mandate and the budget of the proposed
project. Ingtitutionsmust render efficient accounting system asevidence of transparent
public accountability of fundsall ocation received before accessing additional fundsfor
more projects.
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Table2: Pattern of FundsAllocation to Government Owned Tertiary Institutions From 2010-2014

SIN Type of 2010 2011 2012 2013 2014
Institution N'M N'M N'M N'M N'M

1 Universities 30314 39%500 59%00 64600 91200

2 Polytechnics 21656 24000 33700 44300 66100

3 Colleges of Education 15717 19000 31900 39000 581.00

Sour ce: TETFund Bulletin, 2014

Udu and Nkwede (2014) carried out astudy on“ TETFund Interventionsand
Sustainable Development in Nigerian Universities: Evidence from Ebonyi State
University, Abakaliki”. The objective of the research wasto determineimpact of
TETFundinterventionsin Nigerian Universitiesand itsimplicationsfor sustainable
devel opment with emphasison Ebonyi State University, Abakaliki. The study adopted
Content Analytical approach. Documentary paperswere used for sourcing of data
whilescholars contributionsintheareawerereviewed. It wasfound out that TETFund
intervention in Ebonyi State University haspositively affected the devel opment of
infrastructure and human resourceswith itsattendant positiveimplicationfor National
development. It thereforerecommended that the assessment of TETFund usually
characterized of red-tapism should be eliminated while honest and competent
contractorsshould beutilized.

Another study was carried out by Eloduka (2011) on “ The Challenges of
Human Resources Devel opment in Nigerian Public Tertiary Ingtitutions: Ogun State
Experience’. The general objectiveisto identify human resources devel opment
challengeswith particular referenceto publictertiary ingtitutionsin Ogun State. The
findings reveal that skills and techniques can be acquired through training and
devel opment which was hampered by policy inconsistency, lack of political will and
commitment, corruption, ceasel ess strikes and especially poor funding. The study
recommended that policy consistency, recruitment of qualified staff, transparent and
honest |eaders and adequate funding shoul d be promoted through legdl and ingtitutiona
framework.

Ukenna, Ijeoma, Anionwu and Olise (2010) studied devel opment effect of
human resources on employee output: Four Variables (skills, education, training and
knowledge) were measured to predict human capital effectivenesson organizational
performanceamong small scalebusinessownerswith multipleregresson andysisand
Pearson’scorrel ation coefficient. It wasdiscovered that training and skill devel opment
arestrong predictorsof human capitd effectiveness. The study recommendsthat for
businessownersto excd inther bus nesses, they should continuoudly developworkers.
At present, thisstudy isrelated to Ukenna, Ijeoma, Anionwu and Olisa(2010) in that
both focused on human capital devel opment and performance of organizations.

Theor etical Framewor k

Thisstudy adopted Systems Theory as propounded by March and Simon (1958).
Accordingto system theory, thesystemisacollection of mutually supporting divisons
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which performs certain functions. It treats an institution as made up of different
departments composed of sub-units. In this study, the system theorists take a
comprehensiveview of thetotality of an organization which emphasizesprocesses. In
andyzing atertiary indtitution under asystems perspective, theopen sysemisfunctiond
to the understanding of thetertiary institution sinceit emphasi zesinterdependence,
synergism, wholism and permeable physical boundaries. Itisrelevant to the study
becausetertiary institutions must receiveinputsaswell asinteractswith theexternal
environment to ensuretheir survival. Also, thetheory isrelevant sinceit emphasizesthe
relevance of the human resourcesmanager inawork environment including thepolitica,
technol ogica and economic environment inwhich they operate. A tertiary institution
involvesvariousdepartmentsand unitsincluding employeesof different backgrounds.
They must cooperate and work together to achieve organization’sgoalssincethe
activity of each department affects other departments.

METHOD

Descriptive survey design wasused for the study. Theareaof study was specifically
AbiaState University Uturu (ABSU), AbiaState, Nnamdi Azikiwe University Awka
(NAU), Anambra State, Ebonyi State University Abakaliki (EBSU), Ebonyi State,
University of Nigeria, Nsukka(UNN), Enugu State and Federal Polytechnic, Nekede,
Imo State. The population wasderived fromfivetertiary ingtitutionsin South Eastern
Nigeriaconssting of 4,356 teaching staff and 12,752 non-teaching staff, giving atotal
population of 17,108 personnd . The population wasdistributed asfollows:

Table 3: Detailsof Staff Population

SN Nameof I ngtitution TeachingSaff Non-Teaching Saff Total

1 Abia State University Uturu 412 77 1129

2 Nnamdi Azikiwe University Awka 5 1082 1663

3 Ebonyi State University Abakaliki 876 1998 2874

4 University of NigeriaNsukkaEnugu State 1776 6301 8077

5 Federal Polytechnic Nekede, Imo State 710 264 3365
Total 4356 12,752 17,108

Sour ce: Establishment and personnel units of the Institutions, December 2015.
N

1+N(e)2

Todeterminethesamplesize, Taro Yamaneformula(1964) wasused. Thusn=

Where n=Samplesize
N = population of the study
| = Constant
e=dgnificantleve (0.05)
Therefore, total population of thestudy = 17,108
N 17,108 17,108 17,108
1+n(e)2’ 1417,108(0.05)2' — 1+17,108 (0.0025)" — 1+22.77(E)2

Thusn=

n=2128-1391 n=391

43.77
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The samplesize of the study is391. Stratified sampling technique was applied to
determinethe sample sizefor each tertiary institution. The Bowley’s proportional
representativealocation formulawas used:

Nh —_n Nh

N

Where nh = thber of Unitsallocated to each stratum
n=overal samplesize, Nh = population of each stratum
N =Total population

351 »1.12%

AbiaState University (ABSU) s~ 20
Nnamdi Azikiwe University (NAU) Z=-——=37
Ebonyi State University (EBSU) -~ =66
. . . . 391 x 3077
University of NigeriaNsukka(UNN) s 185
. 351 x 3365 _
Federal Polytechnic Nekede s C 77
Table4: QuegtionnaireAllocation
SN Nameof I nstitution Number
Allocated
1 AbiaState University Uturu 26 copies
2 Nnamdi AzikiweUniversity Awka 37 copies
3 Ebonyi State University Abakdiki 66 copies
4 University of NigeriaNsukka Enugu State 185 copies
5 Federal Polytechnic Nekedelmo State 77 copies
Total 391 copies

Sour ce: Field survey, 2016.

Source of dataused was primary and secondary. Major source of data used
was primary source obtai ned through asurvey carried out by theresearcher inthefive
government owned tertiary ingtitutionsin South-Eastern Nigeria. Thiswasabbreviated
asfollows: Strongly Agree(SA), Agree(A), Undecided (U), Disagree (D), and Strongly
Disagree(SD). Datacollection instrument wasastructured questionnaire. Theresponses
totheitemsin the questionnairewere structured on alikert 5-point rating scale. The
questionnairewasVvetted and vaidated by the researcher’ ssupervisor and other experts
in human resource development. Therdiability of theinstrument was determined by
conducting asplit-half reliability test. The Spearman Brown prophecy formulawas
applied to thetwo halves of theinstrument used for the study to obtain 0.65 religbility
co-efficient. For satisticd anayssof questionnaire, tables, percentagesand frequencies
were used whilet-statistics and Pearson Product Moment Correl ation were adopted
for hypothesestesting at 0.05 levels.
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RESULTSAND DISCUSSION

Table5: Summary of Training and Devel opment Intervention for teaching staff from 2010-2014

S/N Typesof Foreign Foreign Foreign Local Local
Institution Ph.D Masters Bench  PhD. Masters  Total
Work
1 Universities 1126 555 208 82 54 3270
2 Polytechnic 326 58 16 1247 1415 3050
3 Collegesof Education 181 51 10 1,465 2135 4043
Total 1,633 1,375 229 3,564 4,084 10,363

Source: TetFund 2015

Table5revealsthat atotal of 10,363 Academic Staff in Nigeriabenefited
from Tetfund intervention between 2010 and 2014, 1,633 representing 16% of the
teaching staff went for Ph.D Programmesoutside Nigeria, 1,375 representing 13.3%
went for Masters degree Programme outsidethe country, 3,564 representing 29%did
their Ph.D programmesin Nigeria, 4,084 representing 39% wereinvolvedin Masters
degree programmesin Nigeria, while 3,270 representing 32% of the beneficiaries
camefromtheuniversities, 3,050 representing 29% from the polytechnicsand 4,043
representing 39% arefrom the Colleges of Education.

Table6: Summary of ConferenceAttendance Report: Interventionsfrom 2010-2014

S/IN  Typesof Ingtitution Male Female Male Female Total
Local Local foreign foreign

1 Universities 2,766 ™4 2948 96 7434

2 Polytechnic 1,982 550 1111 2 3920

3 Collegesof Education 3,766 1,468 1016 339 6,639
Total 8,514 2,812 5,075 1,592 17,993

Sour ce: TetFund 2015

Table7: Questionnaire Response Rate

Questionnaire Frequency Per centage
QuedtionnaireAdministered 391 100
Questionnaire Collected 340 87
Questionnairenot Collected 51 13
Questionnaireused for andysis 340 100

Source: Field survey, 2016.

Table8: Classification of Respondentsby Grouping

AgeGroup Frequency Per centage
18-22 20 6

23-27 24 7

28-32 40 12

33-37 71 21
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38-43 64
43 and above 121
Total 340

Sour ce: Field survey, 2016
Table9: Sex Classification of Respondents

Sex Frequency
Made 216
Femde 124
Total 340

Sour ce: Field survey, 2016
Table 10: Status Classification of Respondents

Marital Status Frequency
Married 248

Sngle 62

Widow 46
Divorced 10
Separated 4

Total 340

Sour ce: Field survey, 2016

19
35
100

Per centage
64

36

100

Per centage
73

18

5

3

1

100

Table 11: Impact of TETfund Sponsored Training on Staff Skillsand Development

S/IN  Questionnaire Item SA
1 Lecturers in your institution have
benefitted from TETFund intervention on

training and staff development 148(43%)

2 TETFund intervention on training has
improved staff development in

your institution 135(39%)

3 TETFund intervention on training and
development encouraged quality education

in your institution. 150(44%)

4 There is still inadequate academic
scholarship in your institution in spite

of TETFund intervention 165(42%)

Sour ce: Field survey, 2016.

A U D SD

165(49%) 7(2%) 10(3%) 10(3%)

165(49%) 10(3%) 14(4%) 16(15%)

150(44%) 7(2%)  10(3%) 6(7%)

80(21%) 12(3%) 28(7%) 6(2%)

The summary of the responsesto questionnaire items 1-4 suggest that TETFund
intervention ontraining and devel opment hasimproved staff skillsand devel opment of

theingitutionsstudied.
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Table 12: Impact of TETFund Sponsored Conferences and Workshop Attendance
on Research and Academic Growth

S/IN  Questionnaire ltems SA A U D SD
5 Your institution has received research
grants from TETFund between
2000 and 2015 180(53%) 94(28%) 36(10%) 10(3%) 20(6%)
6 TETFund intervention helped to improve
library services in your institution 150(44%) 165(49%) 7(2%) 185%)
7 TETFund sponsorship of journal

publications has great impact on research
and academic growth in your institution. 148(44%) 145(42%) 7(2%) 30(9%) 10(3%)

8 There are still inadequate research grants
in your institution in spite of TETFund
intervention on research 23(7%) 150(44%) 7(2%) 150(44%) 10(3%)

Source: Field survey, 2016

Thesummary of theresponsestoitems6-9 on thetable suggest that TETFund
intervention on conferencesand workshops hel ped to encourage research and academic
growthintheingtitutionsstudied.

Table 13: Test of Hypothesis 1. Summary of Data

NO X Y XY X?2

Y2

340 1,083 1,428 4,622 3,900
6,120

Sour ce: Field Survey, 2016

For hypothesis 1, r=0.98, r>=0.9604 and tc = 90.5

From theabove, t-value cal culated 90.5 was greater than thecritical t-value 1.96. The
sudy regjectsthenull hypothesiswhich satesthat TETFundintervention on saff training
and development hasno statitically significant impact on theimprovement of workers
skillsin government owned tertiary ingtitutionsin South Eastern Nigeria

Table14: Test of Hypothesis2: Summary of Data

NO X Y XY X?2

Y2

340 1,098 1,443 4,658 3,727
6,616

Sour ce: Ezedli Field Survey, 2016

For hypothesis2: r =0.81, r2=0.9604 and tc = 90.5

From the above, the calculated t-value 25.39 was greater than the critical t-value
1.96. The study rejectsthe null hypothesisthat TETFund sponsorship of academic
staff to conferences and workshops has no stati stically significant impact onresearch
and academic growthingovernment owned tertiary ingtitutionsin South Eastern Nigeria
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Hypothesis 1 depicts apositive connection between staff training/devel opment and
increased workers skillswhile coefficient determination (r) is0.9604. It showsthe
extent towhich gaff training/devel opment improvestheir kills. Theresult of hypothesis
2 testing reveal s a true connection between conference attendance and research/
academic devel opment in government owned tertiary institutionsin South Eastern
Nigeria. Co-efficient of determination (r?) is0.656. It shows the extent to which
attendance of conferencesand workshopsinfluenceresearch and academic growthin
government owned tertiary ingtitutionsin South-Eastern Nigeria.

CONCLUSIONAND RECOMMENDATIONS

Thestudy concludesthat though TETFund hasimmensaly improved Nigeriantertiary
ingtitutionsintermsof trained/qualified staff sinceitsinception, thereisstill need for
improvement in the areaof human resources development. Also, the study further
revealed that there was bureaucratic bottlenecksin accessing TETFund aswell as
unequal allocation of staff training and or conferencefund to state/ingtitutionsand to
individua beneficiaries. Thefollowing recommendationsare made based onthe above
findingsand conclusion:

0] TETFund should do moreintheareaof human resourcesdevelopment for the
research and academic growth of government owned tertiary institutionsin
South-Eastern Nigeria

(i) Non-Governmental Organizations(NGOs) should participateinthefunding
of government owned tertiary institutionsin South-Eastern Nigeriathrough
assisanceinthedevel opment of humanresources. Thiswill reducethefinancid
burden onthe part of Federal and State governments.

(iii) Bureaucrati c bottlenecks connected with TETFund approved funds should
beremoved to promote easy accessby government owned tertiary ingtitutions.

(v)  TETFund should discontinue unequal fund allocation formulato tertiary
inditutions

REFERENCES

Agabi, C. O. and Ogah, J. I. (2010). Education and Human Resource Planning in Nigeria: The
Case of National Manpower Board. International Journal of Scientific Research in
Education, 3(3), 152 —165.

Armstrong, M. A. (2009). A Handbook of Human Resources Management (11th ed.). London:
Kogan.

Balkie, A. (2002). Recurrent Issuesin Nigeria Education. Zaria: Tanaza Publishing.

Eloduka, C. (2011). Challenges of Human Resources Development in Nigerian Public Tertiary
Ingtitutions: Ogun State Experience. Journal of Srategic Decision Making, 5 (4), 6-16.

Elondu, M. K. (2013). Management Development Strategy: 21st Century Approach. Onitsha:
ChambersBooksLimited.

Licensed under Creative Common Attribution| @ @@@l 79




International Journal of Finance and Management in Practice
Volume 5, Number 2; December 2017
ISSN: 2360-7459

Ezeali, B. and Esiagu, L. (2009). Public Personnel Management: Human Capital Management
Srategy in the 21st Century. Onitsha: Chambers Books Ltd.

Federal Republic of Nigeria (2011). TETFundAct 2011 .

March, J. and Simon, H. (1958). Organizational Theory. New York: Johnwill and Sons, pp. 252.

Muogbo, U. S. (2013). Impact of Srategic Human Resource Management of NigerianUniversities:
A Study of Government Owned and Private Universitiesin South.

Nadler (1970). The Handbook of Human Resource Devel opment. New York: Wilen I nter-Science
publications, pp 92-99.

Oluwasanya, A. T. (2014). The challenges of Human Resources Development in Nigerian Private
Universities, Journal of Business Management and Social Science Research, 3(2), 1-
9

Omodia, S. M. (2009). Manpower Development in Nigeria: Conceptual and Methodological
Perspectives, Journal of Social Sciences.18 (2), 103-117.

Onuka, A. O. and Ajayi, K. O. (2012). Effects of Manpower Development on Workers Job
performance. European Journal of Educational Studies 4(3), 423-433.

Rao, P. (1995). Human Resource Development: Experiences, Interventions and Strategies.
Pakistan: National Book foundations.

Udu, L. and Nkwede, J. (2014). Tertiary Education Trust Fund Intervention and Sustainable
Development in Nigerian Universities: Evidence from Ebonyi Sate University,
Abakaliki, Journal of Sustainable Development: Published By Canadian Centre of
Scienceand Education, Vol. 7 (4), 191-205.

UkennaC., ljeomaF.,Anionwu J. and Olisa C. (2010). The Effect of Devel opment of Human
Capital on Employee Performance. European Journal of Business Management, 6(29),
39-46.

Licensed under Creative Common Attribution| @ @@@l 80



