Review Panel on the
Civil Service Reforms,

14* June, 1995

i )Decree No.43 of 1968 and its Amendment Decree No.80 of 1983,

{Re-Organisation
which we believed had done a lot of harm to the Civil Service.

2. Your Excellency will recall that you haa assigned to the Panel the additional
responsibility of restructuring the Ministries and Parastatals and recommending their
appropriate manning levels. Consequently necessary machinery has been set in
motion to tackie this additional term of reference which, from all indications, is very
- SIIBNBive.

3 in carrying out the present assignment, we have been guided by experience and
have avoided merely borrowing or grafting ideas and practices from other systems.
Our main concemn has been to fashion out what, given our experience as well as our
present circumsiances, we bplieve can work in Nigeria.

4. in the course of this exercise, we have found that the Nigerian Civil Service, as
an effective and dependable institution hes virtually broken down. We have made a
number of findings which wa feel Government should address if it is to have a chance
of arresting the present decadence and restoring to the Service its former position of
effectiveness as an instrument for the implementation of Government policies. Amang
the important findings are:

0] Politicisation of the Civil Service. especially at the top levei:

()] Virtuai- breakdown of discipline;

{iii) Disregard for financial accountability and probity’

(iv) Uniform structure of Ministries which contributed to the bioating of
the Civil Servics;

(v) Low morale and frustrauon of civil servants as a result of the
appaliingly low tevel of remuneration, insecurity, absence of basic
working tools, sic.;

(vi) Prevalence and virtual institutionalisation of corruption at all Rvels
of the Service;
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CHAPTER 1

INTRODUCTION
By letter reference No.58786/S.11/C./T1/58 of 3rd October, 1994,

the Secretary to the- Government of the Federation conveyed the
appointment by the Head of State, Commander-in-Chief of the
Armed Forces of the Federal Republic of Nigeria, General Sa;
Abacha, GCON, of a seven-mén Panel on the Review of the Ciyj|
Service Reforms made up of:

M. Allison A, Ayida - Chairman

Alhaji A. Liman Ciroma - Member

Alhaji Ibrahim M. Damcida - 3

Alhaji Abubakar Umar - "

Chief Innocent D. Nwoga - e

Chief Augustus Adebayo - "

Alhaji Shehu G. Omar - a

Mr. Paul N. Ibeku - Secretary

Terms of Reference

The Panel was formally inaugurated on 10th Novemper 1994 by ths

Head of State, with the following terms of reference:

(i) to examine and properly define the role of the Civil Service i
the executive arm of government and evaluate how well his

role has been performed in the past years and factors tig

i



(ii)

(iii)

()

(v)

(vi)

(vii)

have facilitated or inhibited effective performance;

to re-examine the various provisions of the Civil Service (Re-
Organisation) Decree No. 43 of 1988 and make
recommendations designed to ensure improved performance,
efficiency and commitment in the Service;

to identify the various factors that have led to low morale in
the Civil Service and make recommendations to raise the
morale of the staff and give them a sense of security;

to examine the problem of co-ordination and accountability in
the Ministries and Extra-Ministerial Departments and
recommend how co-ordination and accountability can be
enhanced in th.e Service;

to examine the abolition of the Head of the Civil Service and
the pooling system brought about by the reforms since 1988
and to recommend whether it is necessary to restore them.
In the case of the pooling system, to determine at what level

of management it should be effected;

to examine the provisions of Decree No. 43 of 1988 and the
two Explanatory Notes already issued on it and consider their
relevance to the State and Local Government Civil Services;
to make any other recommendations which in the opinion of

the Panel, are relevant to its assignment.

2

1.3

1.4

Additional Term of Reference

By letter reference No.58786/S.11/C.2/T1/118 of 10th February,
1995, the Secretary to the Government of the Federation conveyeq
to the Panel, an additional term of reference which was containeq
in the, Head of State’'s 1995 Budget Speech, viz:

"to examine the structure of Government Ministries

and Parastatals, and to further recommend the

appropriate manpower strengths of the institutions

from the point of view of efficiency".

Scope of Work

The Panel observed that.the scope of the assignment was very wice
and would entail a comprehensive study of the operations of the
Civil Service and the structural and functional changes which hag
taken place over the years. The following areas were identified for
consideration.
()  The Minister as the Chief Executive and Accountirg
Officer;
(i) The abolition of the post of the Head of the Ciy
Service,
(i) The abolition . of the post of Permanent :Secretary ang
the introduction of the post of Direttor-General 3s
Deputy Minister, B '
(v) The politicisation of the Civil Service, especially the pcst
of Director-General;



(v) The aboliton of the pooling system(Lawyers,
Accountants, Administrative Officers, Secretaries, etc.);

(vij The Uniform Structure of Ministries (8-Department
Structure);

(vii) The Presidency; the functions, size and scope of work;

(viiiy The Structure of the Civil Service;

(ix) The Role of the Federal Civil Service Commission in
appointment, promotion gnd discipline;

(x) The application of the Civil Service Rules and the
Financial Regulations;

(xi) Manpower training and enhanced productivity in the
Civil Service;

(xiiy Low morale and corruption in the Service,

(xiii) Retirement - compulsory age, length of service;

(xiv) Pensions - adequacy of pensions and gratuities,
automatic adjustments: in line with rising cost of living,

etc; :
(xv) Staff Welfare - fringe benefits like housing, transport,
entertainment allowances, medicare, etc,
(xvi) Restructuring of Ministries and Parastatals, and
determining their appropriate manning levels.
Methodoiogy
45 The Panel adopted the following methods in carrying out its

assignment:

(a)

(b)

Call for Memoranda

Publications were made in four daily national newspapers
inviting memoranda from interested members of the public

Memoranda received were studied and the various

suggestions were taken into account before the Panel arrived
at its recommendations.

Documents Review

Operational manuals and circulars in force were consulted.

The following documents were also studied by the Panel:

() ~ The Constitution of the Federal Republic of Nigeria
1979;

(i)  Report of the Public Service Review Commission, 1974
(Udoji Report);

(i) Report of the Study Team on the Structure, Staffing and
Operation of the Nigerian Civil Service (Phillips Report)
1985;

(iv) Report of the Presidential Task Force on the
Implementation of the Civil Service Reforms (Koshoni
Report) 1988;

(v)  Minority Report of the Presidential Task Force on the
Implementation of the Civil Service Reforms (Fika
Renort) 1988;

(vi)  The Civil Service (Re-Organisation) Decree No. 43 of
1988 with the two Explanatory Notes and its
Amendment Decree No. 80 of 1993.



(©)

(d)

Special Interviews

The Panel held discussions with some present and former top

public functionaries, representatives of Trade Unions and

Associations as well as interested members of the public, to :

share their experience on various aspects of the terms of -

reference.
Workshop on the Civil Service Reforms

Members of the Panel participated in the Workshop of the
Secretary to the Government of the Federation with the

Federal Directors-General and Secretaries to State

Governments on the Review of the Civil Service Reforms held

at Abuja in February, 1995. The workshop provided an |

opportunity for members and participants to exchange views

on the problems of the Civil Service and propose solutions.

Submission_of the Report

Given the scope of the work involved, the Panel agreed that the

assignment be carried out in phases as follows:

() Interim Report
(i) Main Report
(i) Report on the Restructuring and Determination of the

Manning Levels of Ministries and Parastatals.

1.7 The Interim Report was submitted on 21st December, 1994 on the
basis of which the Government repealed the Civil Service (Re-
Organisation) Decree No.43 of 1988. This document which is the
Main Report, completes the second phase of the assignment. The

‘third phase of the assignment which is the restructuring and

determination of the manning levels of Ministries and Parastatals
will be submitted later.



CHAPTER 2

THE BASIC ROLE OF THE CIVIL SERVICE
Section 277 of the Constitution of the Federal Republic of Nigeria,

1979 defines the Civil Service as the "Service of the Federation in
a civil capacity as staff of the office of the President, the Vice
President, a ministry or department of the Government of the
Federation assigned with the responsibility for any business of the
Government of the Federation”

The Civil Service is the main instrument through which the
Civil servants are insulated

Government carries out its business.

from partisan politics and are expected to render loyal service and

professional advice to the Government of the day. They are also |

expected to enjoy security of tenure.

The basic role of the Civil Service has never been static but has

been influenced by the social, economic and political dynamics
which have operated in the country since the emergence of Nigeria
as a nation. In the pre-independence era, the Civil Service was
primarily concerned with the maintenance of law and order and
fostering social and economic development. After independence in

1960, the emphasis was on social and economic development and

the Civil Service had to adapt its basic role to the new challenges.

2.4

With the introduction of Military rule in 1966 and the abolition of
political institutions, the Civil Service became exposed to challenges
of performing duties which are sometimes incompatible with its
traditional role. Wﬁh the intervention of the civil war years and its

aftermath, the emphasis shifted to preserving national unity,

reconciliation, rehabilitation and reconstruction. With the

subsequent increase in oil revenue available to Government, the
Civil

Service had to face even greater in the

challenges
development of infrastructure and the provision of social services.
In the last decade, the Civil Service has had to adapt its role to the

new challenges of managing the ailing economy, through the

Structural Adjustment Programme (SAP), rationalising public

expenditure and reforming itself. Throughout, it was a period of
political instability.

To be able to perform its functions efficiently and effectively, it is
important that the role of the Civil Service is maintained and
jealously guarded in line with the nation’s philosophy, goals and
objectives. It should also be flexible enough to accord with the
requirements of the time. The Panel observes that some important

aspects of these goals and aspirations were vividly spelt out in the

1970-1974 National Development Plan. Since then, they have also

9



l been severally reflected in other documents, notably in Chapter 2 of

the Constitution of the Federal Republic of Nigeria, 1979, on
| Fundamental Objectives and Directive Principles of State Polidy.
These national objectives are the building of:

() afree and democratic society;

(i) a Jwtand egalitarian society;

(iii)  a uniced, strong and self-reliant nation;

(iv) a great and dynamic economy, and;

(v) aland of bright and full opportunities for all citizens.
Based on the foregoing, therefore, the main role of the Civil Service
is to translate the broad objectives of the Government which are
derivable from the national goals and aspirations into concrete
actions in form of programmes and projects. Specifically, the role
of the Civil Service should be:

(i)  to assist the Government in the formulation and

implementation of its policies and programmes;

(iiy  to operate an administrative system that is
development-conscious, performance oriented,
efficient and effective;

(iiiy  to promote and assist the growth, dynamism and social
responsibility of private enterprises within the ‘framework

of national economic objectives;

10
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2.0

(iv) to operate an efficient and effective personnel
management system;
(v) to manage effectively national data and informétion
system;
(vi) to assist in promoting national unity and integration;
(vii) to provide efficient and reliable social services to the
peoApIe;
(viii) to assist Government in the generation and mobiiization
of revenue and judicious expenditure of public funds.
(ix) to provide continuity in governance, especially in times
of crisis.
It has to be acknowledged that the Civil Service is no longer in &
positibn to perform the foregoiﬁg roles effectively. While appreciating
the reduced level of performance of the Civil Service, the Panel
believes that it is capable of performing hetter.
The following are some of the factors which have been identified as
inhibiting the effective performance of the Civil Service:
(i) political instability;
(i)  interference with the work of civil servants and the non-
observance of the laid down rules and procedures;

(i)  inadequate provision of financial and material resources

11



(vii)
(viii)

(ix)

politicisation of the Civil Service;

poor remuneration;

slow response to technological changes and improved
procedures necessary in running a modern
organization;
insecurity of tenure;
corruption;

low regard for civil servants by the military in
government, some members of the political class and

the business community .

These constraints notwithstanding, it must be stated that the Civil

Service is largely a reflection of the wider society which is now

characterised by bribery and corruption and other social vices at all

levels. However, because of its crucial position, the Civii Service

should act as a role model for hardwork, efficiency, patriotism and

honesty.

12

CHAPTER 3

pAST CIVIL SERVICE REFORNMS AND DECREE NO. 43 OF 1988

Past Reforms

31 Since the colonial era, successive Governments had instituted

various study teams or Commissions to address problems of the

Nigerian Civil Service. Such studies include:

(i)
(i)
(i)
(iv)
(V)
(vi)
(vii)
(viii)

(ix)

(x)
(xi)

(xii)

(xii)

Hunt Commission, 1934
Harragin Committee, 1946
Foot Commission 1948

Philipson/Adebo Report, 1949/50

Gorsuch Committee, 1954
Newns Committee, 1959
Mbanefo Committee, 1959

Morgan Salaries and Wages Commission, 1963

Wey Panel on Public Service Management and Salary
Administration, 1968

Elwood Grading Team, 1969

Adebo Commission, 1973

Public Service Review Commission (Udoji Report), 1974
Study Team on the Structure, Staffing and Operations

of the Nigerian Civil Service (Phillips Report), 1985

13



were:

U]

(ii)

(iii)

(xiv)

Presidential Task-Force on the Implementation of

the Civil Service Reforms (Koshoni Report), 1988.

The most comprehensive reform in the Civil Service was the Public
Service Review Commission of 1974 usually referred to as the Udoji
Commission. Unlike earlier reviews, which were mainly concerned
with salaries and wages, the Udoji Report covered in addition to
salaries and wages, organisation and structure of the Civil Service,
new management techniques, positive attitudinal change, etc. which
Were required to move the Civil Service forward.

8 Some of the major recommendations accepted by Government

The establishment of a Code of Ethics which every
employee in the Civil Service must subscribe to;

The introduction of a results-oriented Service which
achievement rather than

emphasises  concrete

measuring achievement in terms of expenditure
incurred qr size of personnel;

The introduction of three new management techniques
namely, Project Management (PM), Management by
Objectives, (MBO) and Programme and Performance

Budgeting System (PPBS), into the management of the

Civil Service;

i

wages

(iv)

(vii)

(viii)

(ix)

and salaries

Replacing Confidential Reporting system with the Open
Reporting system based on agreed targets and regular
dialogue between the reportee and reporting officer;
The merit éystem as basis of reward in the

Civil Service;

Massive training programmes for senior officers in the
Civil 'Service in order to enhance their executive
capacity;

The introduction of a Unified Grading and Salary
Structure (UGSS) for all staff in the Civil Service
including Parastatals;

A system of continuous job evaluation and grading, in
order to restore an equitable system of equal pay for
substantially equal work, and

The establishment of an implementation agency that
would review the Civil Service on a continuous and

reqular basis.

The Panel observes that in spite of the lofty recommendations by

the Udoji Commission that were accepted by Government, only the

aspects were faithfully and speedily

15
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implemented. The others were either not implemented at all or were
partially or haphazardly implemented.

Following another Civil Service Review Exercise (Phillips Report,

1985) Government in January 1988 set up the Koshoni Task Force '

to implement aspects of the Report. This resulted in the
promulgation of the Civil Service (Re-Organisation) Decree No.43,
1988.

The Civil Sewice (Re-Organisation). Decree 1988

The Panel deliberated extensively on the provisions of the Civil

Service (Re-Organisation) Decree 1988 (the Reforms) together with

its Explanatory Notes Volumes | and II, which came into effect on :

1st April, 1988, and noted that it introduced wide ranging reforms into

the Nigerian Civil Service. The stated aim of the Reforms was to |

make the Civil Service virile, dynamic and result-oriented. Other
objectives of the Reforms included

(i) Enhanced Professi"on‘alism;

(i)  Alignment with the Presidential System of Government;

(i)  Decentralisation and Delegation;
(iv)

(v) Enhanced Accountability;

Combination of Authority with Resp‘onsibiﬁty;

(vi Enhanced Checks and Balances;

16
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(vii)

General Modemisation;

(vii) Enhanced Effectiveness, Efficiency and Speed of
Operation.

The Panel examined the objectives of the Reforms and noted

Government's intention to give a new lease of life to the Civil

Service. Unfortunately, these objectives have not been realised.

Defects of the Repealed Decree

The Panel's examination of the basic provisions of the Decree
showed that majority of the provisions were characterised by
inherent short-comings that were in fact inhibiting factors to the
realisation of the objectives of Government. The Pénel’s
observations in this regard are:

(i) The statement in the preamble to the Decree that the
Federal Military Government "accepts, as a principle,”
the existence oI,' a civil service" is a derogatory and
grudging acknowledgement of the existence of an
institution which has been the hub of Government since
its inception. It is also indicative of the disregard with
which the Decree treated the old énd time-tested

practices of the Civil Service.

17



——

i
Ly

(iif)

(iv)

Clause | of the Decree stated:
"Notwithstanding anything to the contrary in any law,
regulation or rule, including the Constitution of the
Federal Republic of Nigeria 1979, as amended, the Civil
Service shall, as from the commencement of this
Decree, be organised, structured and administered in
accordance with the provisions of the Decree".
This unusual provision purported to make the Decree
superior to the Nigerian Constitution and any other rules
and regulations guiding the operations of the Civil
Service.
The Decree put the structure and operations of the Civil
Service in a straightjacket, whereas the Civil Service, as
an organisation, . should be flexible enough to respond
to changing needs. ‘
The Financial Reg:x!ations, Civil Serviqe Rules and
Circulars which are issued periadically ;re binding on
civil servants and are adequate for the running of the
Civil Service. Therefore, the Panel is of the view that
the inclusion of these rules and regulgti?_ns in a law was

-

inappropriate.
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(v)

(vi)

(vii)

(viii)

The objectives as stated in the preamble of the Decree
have not been achieved. Instead, the cost of running
the Civil Service is now higher than before while its
efficiency has declined.

Accountability has never been as low in the Service as
it is today and the purported checks and balances exist
only on paper.

The Reforms resulted in a bloated Civil Service, out 6f
tune with the economic realities of the country -and
contrary to the intentions of Government. For example,
before 31st March, 1988 (before the inception of the
Decree) there were only about 46 officers on Grade
Level 17, including the Permanent Secretaries. Today
there are about 386 GL.17 Officers, excluding the
Directors-General, in the Federal Civil Service. |
The provision that each officer makes his career in a
Ministry has led to the frustration of some officers and
the fragmentation of the Civil Service. The Decree also
granted so much autonomy to the Ministries as to make

them operate like separate Services.
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(1X)

()

The Decree provided that all correspondence to the

Ministry should be addressed to the Minister. This
provision was unnecessary and had led to undue delay
in the conduct of government business. The proper
practice is that whereas people who prefer the Minister
to see their letters can address same to him, routine
letters should normally be addressed to the Permanent
Secretary. Even then, for speecy action, letters could
be marked for the attention of schedule officers and
passed on directly to them.

The Decree politicised the Civi} Service.

it is significant to mention that most of the memoranda received

from members of the public drew attention to the considerable harmm

which the Decree had done to the Civil Service and recommended

its abrogation. It should be noted that the Government abrogated

Decree 43 of 1988 in January,1995, following the recommendation

in the Panel's Interim Report.

The Panel recommends that henceforth, the management of the

Civil Service should be guided by the relevant provisions of the

Constitution, the Civil Service Rules, Financial Regulations and

Circulars.
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3.1

Recommendations

(i)

(i

The management of the Civil Service should be guided by the
relevant provisions of the Constitution, the Civil Service Rules,
the Financial Regulations and Circulars, and not fixed by
decrees or other laws.

Without prejudice to those who may wish to address their
letters specifically to the Minister, all correspondence to the

Ministry should be addressed tc the Permanent Secretary.

-
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CHAPTER 4
STRUCTURE OF THE MINISTRY
Position Before the 1988 Reforms

Prior to the Civil Service Reforms of 1988, each Ministry had a
Minister. Reporting to the Minister was a Permanent Secretary.
There was no uniform structure for all Ministries below the
Permanent Secretary. Some large Ministries such as the Federal
Ministries of Education, Works and Housing and External Affairs
had Co-ordinating Directors (GL.17) who supervised a group of
Departments in the Ministry. The Co-ordinating Directors were
responsible to the Permanent Secretary. Other Ministries had
Departments headed by Directors who were on GL.16. The Heads

of Departments reported to either the Co-ordinating Directors or to

the Permanent Secretaries as the case may be.

Though there was no uniform structure for all the Ministries, one of -

the Departments - Policy and Management - which was responsible
for Finance and Administration was common to all Ministries. Other

units that were relatively common to most Ministries included:
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43

44

(if) Legal
(iii) Information
Below the Departments were "Divisions" which wers i e
3
divided into "Sections” or "Units". Again, there was n, Urifeny
terms of headship of these sub-divisions as they Coulg beree
by officers of various grade levels.

it is also to be noted that before the Reforms, there was
3 §Oixq |

prescribed number of Departments or sub-divisions oy - Ni
< Ninstin,

the approval of the Federal Executive (g Inci
B inth

recommendation of the Ministry of Establishments h
= TBCtp

obtained before any department or division was o1
¥ Clegg

Ministry. Similarly, as pointed out earlier, there Wias nin
application of nomenclature in respect of the headstip of 4n C,,];
Departments or Divisions. H
One other salient feature of the Civil Service during 1hg PSFid 4c
the. practice ~f granting some officers salary Grage Level 7“;
was the highest grade level) as personal to-them In ths ,c_;j
some Directors and Secretaries for Finance and Acnnst-aicl;e

placed on Grade Level 17.
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Structure of the Ministry under Decree No. 43 of 1988

Section Il of the Schedule to the repealed Civil Service (Re-
Organisation) Decree 1988 and its Explanatory Notes Volumes | and
Il, provided a uniform 8-Department 3-Unit Structure for all Federal
and State Ministries.
Horizontally, each Ministry was structured into a maximum of eight
(8) Departments comprising three (3) "Common Services"
Departments and a maximum of five (5) "Operations" Departments.
The "Common Services" Departments were:

(i Department of Personnel Management (PM)

(i)  Department of Finance and Supplies (F&S)

(i) Department of Planning, Research and Statistics (PRS).
The "Operations” Departments of each Ministry reflected the basic
functions and areas of concern of that Ministry. !
Vertically, each Department of a Ministry was sub-divided ir'1
descending hierarchical order into "Divisions", "Branches", and
"Sections". These sub-divisions reflected the broad professional
and sub-professional areas and specialised activities within the
Department respectively.

The headship of each Department and sub-division of a Ministry

was specified as follows:

24

Department/Sub-division Title of Head Grade Lev2!
Department Director GL.17
Division Deputy Director GL.16
Branch Assistant Director GL.15
Section Chief "X" Officer GL.14

49 Under the Reforms, each Ministry was allowed to have thrs€

prescribed sub-divisions célled "Units" These were:

(i) Internal Audit Unit,

(i)  Legal Unit,

(ili)  Public Relations Unit.
4.10 The Panel deliberated extensively on the idea of a uniform structure
for Ministries as institutionalised by the Decree and disagreed with
some of its provisions. The Panel believes that the eight
departmental structure had resulted in a bloated Civil Service with
its attendant huge overhead costs. There is the need to reversé this
trend in the interest of overall efficiency, effectiveness, economy and
better co-ordination. The Panel also noted that the attempt 1© put
Ministries into a straightjacket without reference to their objecii\es'
functions and size is inappropriate.

4.11 The Panel examined the position of the three "Common Ser\li(’es"

Departments of Personnel Management, Finance and Supplies 2"
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Planning, Research and Statistics and appreciated their importance.
The Panel 1s however critical of the existence of the three Common
Services Departments in all-Ministries at full departmental status.
It is of the view that the functions of the Departments of Personnel
Management and Finance and Supplies can easily be merged in
most Ministries for efficiency and economy.
Department of Administration and Finance
In the light of the observations made at Paragraph 4.11 above, the
Panel recommends that the Departments of Personnel Management
and Finance and Supplies be merged and be known as the
Department of Administration and Finance. The Department should
comprise the following Divisions:

(i) Personnel Division

(i) Budget and General Services Division

(i) Finance and Accounts Division
The functions of these Divisions are broken down below:
(a) Personnel Division:

The Division will be responsible for the following

functions:

(i) Establishment. Matters;

(i)  Appointment, Promotion and Discipline of staff;
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(b)

(¢

(iiiy  Staff Training and Welfare;

(iv) Industrial Relations Matters;

(v) Secretariat of the Ministry's various
Staff Committees viz: JSC, SSC and SMC;

(viy Maintenance of Personnel Records (Registry);

(viiy Library Services;

(viii) Liaison with relevant bodies outside the Ministry.

Budget and General Services Division

The Division will perform the following functions:

(i)  Budgeting (Recurrent Expenditure, Capital Expenditure,
Revenue);

(i)  Procurement of Supplies (stationery, office equipment,
materials, furniture, etc);

(i)  Stores;

(iv) Management of Transport;

(v) Maintenance of Equipment;

(viy Office Management;

(viiy Liaison with relevant bodies outside the Ministry.

Finance and Accounts Division

This Division will be responsible for the financial

administration and accounting functions of the Mimstry.
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The Panel is of the view that not all the Ministries require the
Common Services Departments and Divisions at ihe same level
because Ministries vary in objectives, functions, size, etc. The
Panel believes that although Ministries require the services of
' Personnel Management, Finance and Supplies, General Services,
etc, these functions do not necessarily have to be performed at

departmental or even divisional level in all Ministries.

Management Research _and

Statistics)

Information _Unit _(Planning,

The Panel recognises that the Planning, Research and Statistics
functions are relevant in all organisations. However, the Panel
notes that these functions are essentially dispersed among the
Operations Departments and need not be performed by a special
department.  For central information co-ordination, the Panel
recommends that there should be a Managentent Information Unit
under the Permanent Secretary. The Unit would serve as a data
bank and would be responsible for the storage, processing, retrieval
and dissemination of data of the various departments and the
However., in those Ministries where these

Ministry in general.

functions are critical to their objectives, they may be operated at full

28
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4.15

4.16

417

departmental status as an operational department.

One reason thbat informed the decision of the Panel to decentralise
the functions of the Planning, Research and Statistics Department
is that much of the plans and data processing functions of this
Department is actually undertaken by relevant Departments of the
Ministry and the Pianning, Research and Statistics Department, in
most cases, simply co-ordinates and disseminates such data or
information.

indeed, the Panel feels that this function would be

better performed by these Departments since such data generated
are usually pecuiiar to them.

The Units
The Panel notes the existence of three Units viz: Internal Audit,

Legal and Public Relations Units (paragraph 4.9 above) which report

to the Minister. It is recommended that in addition to the

Management Information Unit, these three Units should report to the

Permanent Secretary.

Number of Departments in a Ministry

In view of the earlier recommendation that the Personne!
Management and Finance and Supplies Departments be merged
and the functions of the Planning, Research and Statistics

Department be taken over by the relevant Departments in sore
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Ministries, the Panel recommends that the number of Departments
in a Ministry could be within the range of two (2) and six (6). The |
exact number will be determined by the objectives, functions and |
size of the Ministry.

Proposed Guidelines on the Organisational Structure

The Panel recommends that the structure of the Department of
Administration and Finance should be as proposed in the
organogram (Figure 4.1) for all Ministries. In this regard, the
number of Branches and Sections to be created in each of the three
Divisions will be determined by the functions, size and other
peculiarrities of each Ministry. Similarly, with respect to the
Operations Departments, there should be flexibility in the creation

of Divisions, Branches and Sections’so that Ministries can effectively

fulfil their mandates.
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Any major re-organisation or creation of additional
Departments/Divisions should be cleared with the Office of
Establishments and Management Services and Ministry of Finance
and should normally be approved by the Federal Executive Council. z
0 Under the Reforms, three things went together as from GL.14 to 17. ,

These were the Grade Level, the Post and the Sub-division. It was !

: t
provided that if an official was on GL.14, it must mean that the |
official was a Chief and was heading a Section. The same applied
to officials on GL 15, 16 and 17 as follows:

Grade Level Sub-Division Title/Headship

__—————'___————

17 Department Director

16 ' Division Deputy Director
15 Branch Assistant Director
14 Section Chief "X" Officer

The Panel agrees with this provision and recommends that it should |

be retained.

Recommendations
4.21 (i) The Departments of Finance and Supplies and Personnel
Management should be merged into one Department to be

known as the Department of Administration and Finance to be

neaded by a Director. : i
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(i)

(iii)

(iv)

(v)

(vi)

There should be a Management Information Unit under the
Office of the Permanent Secretary. It would serve as a data
bank for the entire Ministry.

The Heads of .the Management Information, Intemal Audﬁ,
Legal and Public Relations Units shouid report to the
Permanent Secretary.

The number of departments in a Ministry should be within the
range of two and six, depending on the Ministry’s objecti;les,
functions and size.

Any major re-organisation or creation of additional
Departments should be cleared with Establishments and
Mandgement Services and the Ministry of Finance, andﬂ
should normally be approved by the Federal Executive
Council.

Every officer appointed to the post of Director GL.17, Deputy
Director GL.16, Assistant Director GL.15 and Chief ‘X’ Officer

GL.14 should head a Department, Division, Branch and

Section respectively.
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public. Where some Ministers performed this role of accounting
officer creditably, this was not because of the provisions of the
Decree but because of their personal experiences as former civil
.servants. Although the Decree stated that Ministers as Accounting
Officers would be pecuniarily liable for financial mismanagement
during and after leaving office, this was hardly enforced. Unlike
Ministers, civil servants are conversant with and are expected to
comply with the rules and regulations and any infringement of the
rules readily attracts sanctions. Even after retirement, they could be
called upon to account for any financial -impropriety.

The assignment of responsibility of Accounting Officer to the
Minister was premised on the American presidential system of
government with its relatively stable political system and a strong
tradition of public service which is carefully monitored by the
legislature and a free press. From the Nigerian experience of high
degree of political instability and lukewarm attitude to probity, a civil
servant who can be sanctioned at any time even after retirement is
better suited to assume the role of Accounting Officer. The Panel
therefore came to the conclusion that the role of Accounting Officer
in the Ministry should not be assigned to the Minister but to the

Permanent Secretary.
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5.7

Proposed. Arréngemen't

In order to correct the anomalies mentioned above and restore a
system of disciplined management of financial resources, it is
considered advisable to revert to the former system whereby the
Minister continues to be the Head of the Ministry while the role of
the Accounting Officer is assigned to the Director-General, now to
be called Permanent Secretary. As in the past, the purpose of the
arrangement is not to give the Permanent Secretary powers {0
challenge and obstruct the functioning of the Minister as the Head
of the Ministry. It is rather to keep the Permanent Secretary
conscious of his ultimate accountability in the use of funds, and
thereby .impel him to advise the Minister properly and control the
manner of disbursement of resources within the rules and
regulations. The Panel wants to emphasise that the Permanent
Secretary should be the Chief Adviser to the Minister on policy
matters. In order to ensure the smooth working of the proposed
arrangement, there should be constant flow of information and
harmonious working relationship between the Minjster and the

Permanent Secretary.
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Recommendations

()

(i)

(iii)

The Minister should be the Head cf the Ministry while the ‘

Permanent Secretary should be the Accounting Officer and |

Chief Adviser to the Minister on policy matters.

For the smooth running of the Ministry, it is essential for the
Minister and the Permanent Secretary to maintain a
harmonious relationship.

There should be constant flow of information and dialogue
between the Minister and the Permanent Secretary. The
Permanent Secretary should keep the Minister fully informed

of all major activities in the Ministry.
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6.1

6.2

CHAPTER 6

THE PERMANENT SECRETARY

Past and Present Dispensation

Before 1988 the Ofﬁée of Permanent Secretary, which is currently
designated Director-General, was a career post in the Civil Service.
The post holder was the administrative head and accounting officer
of the Ministry. Section 97(1) of the 1963 Constitution as amended
by Decree 17 of 1974 gave him the responsibility of supervising the
Ministry but subject to the general direction and controi of the
Minister. The 1979 Constitution in section 157(2)(d) however, only
provided for his appointment by the President. The Civil service
Reforms of 1988 replaced the post with that of Director-General and
made it a political appointment, the holder of which must leave office
with the Government that appointed him. The presidential system
of government was given as the main reason for this change.

The Panel critically examined the operation of the system so far and
observed the following negative consequences:

(i)  The absence of a civil servant as the admunistrative
head of a Ministry caused problems of personnel
management and this tended to politicise the Civil
Service.
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(ii)

(i)

(iv)

v)

(vi)

Some Directors-General, knowing that their
appointments are temporary, have tended to be less
prudent in the administration of resources and have
joined their Ministers in breaking administrative and
financial rules and regulations.

The vision of the top echelon of the Ministriés has
become limited to their tenure of office without regard
to the long-term interests of the organisation and the
Government.

The Reforms allowed for the appointment of persons
without experience and competence, thereby
undermining the effectiveness of the Service.

The provision that the Director-General should deputise
for the Minister in his absence has been found not only
inoperable but also inadvisable. There was hardly any
insta‘ﬁce where a Director-General, in practice
deputised for the Minister.

The title of Director-General has allso been applied to
Heads of Parastatals and Agencies thys resulting in

'confusion between the Directors-General of Ministries

and such parastatals.
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6.3

6.4

With the repeal of the Decree whicn created the post of Director-
General, there is now the need to return to the positi‘on before the
Decree. The Panel recommends that the designation of Permanent
Secretary be restored and that the holder should also be a career
officer. This development is not new because, during the early
years of Military rule, Heads of Federal Ministries were called
Commissiopers because Ministers were alleged to be too powerful,
but later, the title reverted to "Minister* Furthermore, the Director-
General of a Ministry should be distinguished from Heads of
Parastatals who are also similarly designated. Also the title of
Permanent Secretary is associated with the leadership of the
Service during its best years.

Accounting Officer

it is recommended that the Permanent Secretary should be the
Accounting Officer of the Ministry. As the Accounting Officer, the
responsibility of the Permanent Secretary is to ensure that funds
allocated {o the Ministry are expended in accordance with laid down
rules and regulations. In exercising the responsibility of Accounting
Officer therefore, the Permanent Secretary should be guided by the
Ministry’s approved budget, the allocation by the Ministry’s Funds

Allocation and Budget Committee, as approved by the Minisier, and
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bound always by the financial rules and regulations.

As the Chief Adviser to the Minister, the Permanent Secretary is to
be responsible for the day-to-day co-ordination and supervision of
the various departments and units of the Ministry. In this regard, all
formal communication between the Minister and officers of the
Ministry should normally be through the Permanent Secretary.
However, in exceptional cases, the Minister may relate directly with
the heads of departments or units; but in such cases the Permanent
Secretary should be kept informed by the officer involved as. early
as possible. In exercising his functions, the Permanent Secretary
should be expected to substantially delegate powers to the heads
of departments. In this regard, the Permanent Secretar;/ shduld
keep the Minister regularly informed of all major developnients in the
administration of the Ministry.

Appointment of Permanent Secreta

The Permanent Secretary is normally a career officer and should
ordinarily be appointed from amongst the senior officers in the Civil
Service. The appointment should be made by the President/Head
of Government on the advice of the Head of the Civil Service in
consultation with the Secretary to the Govemment. and the Federal

Civil Service Commission In .all such appointments, the federal
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6.8

character principle should be reflected. As a career officer, the
retirement age and condit;ons of appointment of the Permanent
Secretary should be the same as other civil servants. However, the
power to remove the Permanent Secretary should vest in the
President. Where a Permanent Secretary is away from office, on
leave or for some other reasons, the Head of Service should make
arrangement to cover the duties.

In order to provide an effective and hammonious administrative
structure, the Panel recommends that the number of Permanent
Secretaries in a Ministry should be limited to one. Civil Service

Heads of Extra-Ministerial Departments should not be designated

Permanent Secretaries.
Recommendations aa
()  The title of Permanent Secretary should be restored. The

new title would avoid the present confusion between

Directors-General of ministries and those of certain

parastatals and -agencies.

(i)  The Permanent Secretary should be the Accounting Officer of

the Ministry.
(i) The Pemmanent Secretary should be a career officer and
should ordinarily be appointed by the President from among
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the serving senior officers of the Civil Service on the advice of
the Head of Service and in consultation with the Secretary to
the Government and the Federal Civil Service Commission.
(iv) There should be only one Permanent Secretary in a Ministry.
".(v) The concept of the Director-General as Deputy Minister
should not apply to the Permanent Secretary.
(vi) The Civil Service Head of an Extra-Ministerial Department

should not be designated Permanent Secretary.
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CHAPTER 7

THE POSTS OF SECRETARY TO THE GOVERNMENT

AND HEAD OF THE CIVIL SERVICE

Need for a Head of the Civil Service

The Panel examined the issue of the post of Head of the Civil

Service. The post was abolished by the Reforms of 1988. Before

then, the post had existed in the Civil Service. At different times it

existed separately and at other times it was combined with the post
of Secretary to the Government. The experience in the Federal Civil

Service is that, until the inception of the 1979 Constitution, the two

posts were combined in one person. Under the civilian regime of

1979 - 1983, the two posts were separated. In 1984 they were

combined under the Military, only to be separated again in 1986.

Wheén the Office existed, the broad functions of the Head of the Civil

Servib’e included the following:

() providing leadership and direction to the Service, maintaining
high morale, esprit-de-corps and a favourable image of the
Service and serving as a rallying. point for the entire Service:

(i) advising the Head of Government on the appointment and
deployment of Permanent Secretaries and other statutory

appointments;
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(i)  promotion of good relations between political office holders
and civil servants;
(iv) fostering professionalism among civil servants;

(v) ~managing common establishment matters and co-ordinating
the training policies of the Civil Service.
Since the abolition of the Office, some of these vital functions have
either become non-existent or have lost prominence and effective-
ness, with a corresponding disorganisation of the Civil Service.
The Panel considered the need for the restoration of the post of
Head of the Civil Service. The Panel is convinced that the absence
of a Head of Service since 1988 has contributed significantly to, and
indeed hastened the disorganisation which is observable in the
Service in recent years. The Panel identified the necessity for
leadership, harmony, standard, and protection of the common
interests: of the Service. Thére is also the need for effective and
continuous administration of central services. The Panel noted that
all the other arms of the Public Services, including the Army, the
Navy, the Air Force and the Police as well as the Universities and
similar institutions, have their respective Heads. The Panel therefore
came to the conclusion that the Civil Service, as an institution,

should have a head.
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7.4

7'.5

76

Argument for Merging the Posts of Hea~ - °

_=vice
Secretary to the Government vice and

The contentious issue is whether the post of Head of the Civi
Service (HOS) should be separate from or should be combined with
that of the Secretary to the Government of the Federation (SGF)-
There are two opinions on this question. The first view is that the
poét of HCS should be combined with that of SGF. The merit of this
case is that with the free access of the SGF to the President/Head
of Government, civil service matters would easily receive du€
attention at the highest level.

One other argument in favour of the merger is that the
responsibilities .of the two posts are so interwoven that it is difficult
to separate them in practice without creating chances for conflicts
between the holders. As a matter of fact, the conflict between the
holders of the two Offices was one of the factors that brought about
the 1988 Reforms in the manner it was organised.

Argument for the Separation of the two Posts

The second view is that the post of HOS should exist separately

The merit of this option is that it enables key civil service matters t@
be managed by a career officer of high calibre who would

concentrate all his professional knowledge and experience on the

47



| affairs of the Civil Service. The post of SGF today is essentially a

political one and if combined with that of HOS, the political matters

which the post holder always has to attend to would take so much
of the officer’s time and attention that he may have little time for civil
service matters.

Another point in favour of separation is that in times of political
transition or crisis, the HOS, being a career officer, could provide the
rallying point for the Civil Service to ensure the continuity of

governance. This is important considering the unstable nature of

the Nigerian political system since 1966. Moreover, the post of SGF

being a political appointment and that of HOS being a career one,
the posts can only be combined effectively' if the appointment is
from @mong career civil servants. The realﬁ today is that the SGF
is most likely to be appointed from outside the Civil Service. The
combination of the two posts will therefore impair the freedom of an
elected President to choose his own Secretary from among the
"President's men".

Proposed Arrangement

Having weighed the arguments above, the Panel is of the opinion
that the two offices be separated. The Panel therefore recommends

the re-establishment of the post of Head of Civil Service as an
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Office under the Presidency. The office holder should be appointed
by the President from among the Permanent Secretaries or officers
of equivalent rank in the Federal Civil Service. The Head of Service
should be accorded high status and should have direct access to
the President on civil service matters. He should be entitled to
receive the papers of the Council of Ministers, as in the past.

However, where a President prefers to appoint one person to the

two posts, the appointee shoula be a career civil servant from

amongst Permanent Secretaries or officers of equivalent rank.

Duties of the Secretary to the Government
of the Federation (SGF)

I/i.10 The duties of the SGF include:-

(i) Serving as Secretary to the Cabinet (Council of
Ministers) and other Constitutional Councils which are

chaired by the President or Vice President;

Co-ordinating the activites of Ministries and

Government Agencies, especially on the implementation
of government policies and decisions,

(i) Dealing with constitutional, political and economic

matters as may be referred to the Presidency;
Administrative

(iv) Tribunals and Commissions of

Enquiry;
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(ix)
(x)
(xi)
(xii)

national security and public

Co-ordinating
safety matters;

Protocol matters;

Co-ordinating appointments to statutory bodies

and agencies;
to conditions of

Dealing with matters relating

serviée of political office holders in the
Executive, the Legislature and the Judiciary;
Processing matters on prerogative of mercy;

National honours;

Petitions and appeals to the President;

Liaison with Secretaries to State Government.

Duties of the Head of the Civil Service

The duties of the Head of Service include:

(i)

(i)
(iii)

Providing leadership and direction to-the Civil Service
by maintaining high morale, esprit-de-corps gnd geod
image of the Service;

Fostering professionalism among civil servants;
Advising the President, in consultation with the
Secretary to the Government, on the appointment and

deployment of Permanent Secretaries;
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(iv)

(v)

(vi)
(vii)
(viii)
(ix)
(x)

(xi)
(xii)

(xiii)
(xiv)
(xv)

(xvi)

Promoting good relations between Ministers and other
political office holders on the one hand and Permanent
Secretaries and other civil servants on the cther;
Career development of all Senior Management Staff
(from GL. 14 and above), including the training
schemes for such officers;

Establishment matters of the Civil Servicev;

Providing management services te the Civil Service;
Personnel records and statistics of the Civil Serviee;
Civil Service Pension Schemes;

Staff salaries, wages and allowances of the Civil
Service,

Civil Service training institutions;

Co-ordinating industrial relations of the Civil Service and
providing the Secretariat for the Public Service
Negotiating Councils;

National Council on Establishments:

Service welfare matters;

Alfocation of office and residential accommodation to
civil servants;

Providing staff for newly established and ad-hoc
bodies;
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(vi)
(vii)

(viii)

(ix)
(x)
(xi)

(xii)

Co-ordinating national security and public
safety matters;

Protocol matters;

Co-ordinating appointments to statutory bodies
and agencies,

Dealing with matters relating to conditions of
serviée of political office holders in the
Executive, the Legislature and the Judiciary;
Processing matters on prerogative of mercy;

National honours;

Petitions and appeals to the President;

Liaison with Secretaries to State Government.

Juties of the Head of the Civil Service

The duties of the Head of Service include:

()

Providing leadership and direction to-the Civil Service
by maintaining high morale, esprit-de-corps gnd gcod
image of the Service,

Fostering professionalism among civil servants;
Advising the President, in consultation with the
Secretary to the Government, on the appointment and

deployment of Permanent Secretaries;
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(iv)

(v)

(vi)
(vii)
(viii)
(ix)
(x)

(xi)
(xii)

(xiii)
(xiv)

(xv)

(xvi)

Promoting good relations between Ministers and other
political office holders on the one hand and Permanent
Secretaries and other civil servants on the other:
Career development of all Senior Management Staff
(from GL. 14 and above), inciuding the training
schemes for such officers;

Establishment matters of the Civil Service:

Providing management services te the Civil Service:
Personnel records and statistics of the Civil Serviee;
Civil Service Pension Schemes;

Staff salaries, wages and allowances of the Civil
Service;

Civil Service training institutions;

Co-ordinating industrial relations of the Civil Service and
providing the Secretariat for the Public Service
Negotiating Councils;

National Council on Establishments:

Service welfare matters;

Alfocation of office and residential accommodation to
civil servants;

Providing staff for newly established and ad-hoc
bodies;
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(xvii) Managing the following offices headed by
Permanent Secretaries;
(a) Public Service,
(b) Service Welfare;
(c) Establishments and Management Services;
(d) Manpower Development.
ommendations
The post of Head of the Civil Service should be re-established
as a separate Office under the President, as provided for in
the Constitution.
The Head of the Civil Service should be appointed by the
President from amongst Permanent Secretaries or officers of
equivalent rank.
However, where a President prefers to appoint one person to
the two posts, the appointee should be a career civil servant
from amongst Permanent Secretaries or officers of equivalent

rank.
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8.1

8.2

CHAPTER 8

THE PRESIDENCY

Structure of the Presidency

The Panel examined the structure of the Presidency which consists
of the State House, Office of the Chief of General Staff (or Office of
the Vice-President) and the Office of the Secretary to the
Government of the Federation (SGF). The Panel decided to focus
only on the Office of the Secretary toc the deemment of the
Federation.

The Panel found that though the functions of the SGF have grown
over the years, responding, as it should, to changes in the political
realm the basic substances have remained the same. Thus, in the
Assignment of Responsibilities to Miristers (Gazette No.55, Vol.66
of 1879), the SGF was charged, among other things, with the
management of the Office of the President, and ensuring follow-up
actions on the implementation of Government decisions by
Ministries and other Government Agencies. Decree No. 49 of 1984
assigned to the SGF the additional duty of "Ensuring effective
monitoring of the Projects”. One of the latest additions to the duties
of the SGF is contained in Gazette No. 15, Vol. 76 of 3rd March,
1989, which states that the SGF may "with the prior approval of the
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esident, execute under his hand, legal notices and any instrument
ide in exercise of the power conferred by any law on the
ident or the Armed Forces Ruling Council or the National
ncil of State".

F detailed functions of the SGF are listed in Chapter 7 of this
ort. These functions are currently carried out by the following
t::es, each headed by a Director—lGeneraI:

(i) Cabinet Secretariat;

(i)  Political Affairs;

(i)  General Services;

(iv) Special Services;

(v) Ecological Fund.

osed Arrangement

Panel is of the view that the structure of the Office of the SGF
ld be further improved by rationalising the Departments. The
logical Fund and Economic Affarrs Departments perform similar
iles. The merger of the two Offices would therefore ensure better
rdination of their functions and the attainmeint of greater
ciency and effectiveness. Accordingly, the Panel recommends
the Office of the SGF should consist of the following. each

ed by a Permanent Secretary:

54

85

(i)  Cabinet Secretariat:

(i)  Political Affairs;

(i)  General Services;

(iv) Speciai Services;

(v) Economic Affairs.
Parastatals Located in the Presidency
In addition to the Offices listed above, the Panel found that the
Office of the SGF supervises about 40 Parastatals and Agencies.
This has made the Office complex and unwieldy. The result is that
there has been duplication of functions, lack of clearly defined lines
of authority and conflict of roles, among others. The Panel is of the
view that all those Agencies and Parastatals whose functions relate
more closely to those existing Ministries should be transferred to
such Ministries. It is note-worthy that the SGF’s Office conducted
a study of Parastatals and Agencies Under the Presidency in 1994
and reached similar conclusions. The study identified 39
Parastatals at the time and recommended that 14 of them be
transferred to other Ministries while seven others were either to be
disbanded or re-absorbed as Departments in other Ministries. Only

15 of them were recommended for retention in the Presidency,

including four which are actwally statutory functions of the National
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pbly during a Civilian Regime, and which would only remain in the:f

lency pending the return of a civilian government. The list of the |

atals identified in the study including the recommendations is in the

Federal Urban Mass
Transit Programme

Scrap the Organisation and leave to
private sector initiative but with the
provision of fund portfolio from
government to be on lent through

8.1.
designated banks.
T ; i ; .
‘\ LAt o 12. Public Complaints To remain in the Presidency, until a
TALS IN THE PRESIDENCY:RECOMMENDATIONS OF THE Eeranissal Gl '
SPECIAL COMMITTEE OF THE PRESIDENCY Regime when the National Assembly
- will take over.

PARASTATALS RECOMMENDATION W 1 X
B Acricult P : 43. | Code of Conduct Bureau To remain in the Presidency until the
. megnr;cu ural Land Ministry of Agriculture & Natural . Civilian Regime, when the National

oriFtJy Resources Assembly will take over the functions.
ional Commission for Ministry of Health and Human 14. | National Population National Planning Commission
men Services Commission -
eral Environmental Federal Ministry of Work i
Beion Agerioy ry orks & Housing 15. |OMPADEC Presidency
onal C . 16. Centre for Democratic To be scrapped and the relevant
sy ()tuTCl on Inter- Scrapped and functions to revert to Studies Departments in NIPSS and ASCON
ol na the Political Affairs Office, Presidency strengthened to perform the functions
. gl 17. | National Emergency Relief Ministry of Internal Affairs
tional Commission for Ministry of Internal Affairs Agency sy Y
fugees -
BL = Committes Against | Presidency 18. Elr;eergz(l Commission of Ministry of Power & _Steel
artheid 9
ercijan National Merit Presidericy 19. | Code of Conduct Tribunal gg:f?COGf Str)we Chief of General
ar
- 20. | Public Accounts Committee | to remain in the Presidency until the
:éo,-,ncael ggencv for With the re-establishment of the Civilian Regime, when the National
1€ ‘ Mmustry of Science & Technology, this Assembly will take over the functions
1gineering Infrastructure Organisation should be subsumed in
71. | Abandoned Properties Presidency - Decisive action should

the Ministry

eral Road Safety
mmission

Ministry of Transport

laries and Wages
view Commission

Ministry of Establishments &
Management Services
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Committee

be taken to round it up latest by 31st
December, 1994
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lementation Tribunal on

To remain in the Presidency m

ommittee

Bank

i35, | National Revenue Mobilization Presidency
blic Accounts the Civilian Regime when the and Fiscal Commission
icommendations National Assembly will take over 3. | Industrial Court Ministry of Labour and
its functions  Productivity
e +§ Beragpen 37. | National Boundary Commi;sion Office of the CGS/Vice President
/s Chames Comission e bessoiipreo 38. | National Agricultural Loan & Scrap and the loan portfolio
ed Forces Consultative Scrapped Development Agency transferred to the Nigerian Agric.
sembly Vi ‘& Cooperative Bank (NACB)
tional War Museum To be Scrapped 39. Nigerian Urban Development Ministry of Works. Housing &

Environment

heda Science and Technology

entre

Presidency

oard of Community Banks

Ministry of Finance

ational Institute for IPOllcy

d Strategic Studies

Office of thé CGS/V'ice'

Presidency

igerian institute of International

ars

Ministry of Foreigh Affairs

entral Bank of Nigeria

Presidency

‘igerian Institute of Social &

conomic Research

Natienal Planning Commission

ational Electoral Commission

Presidency

olitical Parties

Presidency
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0]
{ii)
(i)
(iv)
(v)
(vi)
(vii)
(vii)
(ix)

(x)
(xi)

(xii

anel examined the recommendations of the Committee and agre.,l‘
ially with them. The Panel also observed that since the Repoy
e changes had taken place. Some parastatals had been relocate
e some new ones had been created. In view of current realities any
nsure that the organisations are placed where they. could discharg
functions efficiently and effectively, the Panel recommends as follows

Parastatals to be retained under the Presidency

|
{

Public Complaints Commission
National Population Commission
OMPADEC

Code of Conduct Tribunal

Code of Conduct Bureau

Public Accounts Committee
Utilities Charges Commission

Sheda Science and Technology Centre

National Institute for Policy and Strategic Studies

National Electoral Commission

National Revenue Mobilization Allocation and Fiscj
Commission

National Boundary Commission

59

(b)

(xxiii) Petroleum' Trust Fund
(xiv) Bureau for Public Enterprises
(xv) Presidential Advisory Committee
(xvi) ASCON (Head of Service)
(xvii) National Economic Intelligence Committee
(xviii) National Salaries and Wages Commission
(Head of Service)
(xix) Nigerian National Merit Award
(Not a Parastatal - serviced by Political Affairs Office)

Parastatals to be transferred to other Ministries

Parasiaiais 10 be Udlls e ey N e ————

Parastatal

(i)  National Agricultural Land
Development Authority.

(i) National Commission for
Women

(i) Federal Environmental
Protection Agency

(iv)  National Commission for
Refugees

(v) National Agency for
Science and Engineering

Infrastructure

(viy Federal Road Safety
Commission
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Ministry

Ministry of Agriculture & Natural
Resources

Now part of the new Ministry of
Women & Social Welfare

Federal Ministry of Works &
Housing

Ministry of Intemal Affairs

Ministry of Science and
Technology
Police



Federal Urban Mass
Transit Programme

National Emergency
Relief Agency

Energy Commission of
Nigeria

~ National War Museum
Committee

Board of Community Bank

Nigerian Institute of
International Affairs

Nigerian Institute of
Social and Economic
Research

) National Agricuitural

61

Nigerian Urban Development
Bank

Ministry of Transport

Ministry of Internal Affajrs

Ministry of Power and Steel
National Commission for
Museums and Monuments

Ministry of Finance

Ministry of Foreign Affairs

National Planning Commission

_Ministry of Agriculture

Loan & Development Agency (Nigerian Agricultural & Co-

operative Bank)

Ministry of Works & Housing

National Council on Inter-Governmental Relations.
Nauonal Committee Against Apartheid

Centre for Democratic Studies

8.7

8.8

Co-ordination of Government Poiicies
=>2-ordination or Government Policies

One of the principal functions of the SGF is the co-ordination of
Government policies including Economic policies. The key organ
through which co-ordination in Government is effected is the Federal
Executive Council where the SGF is the Secretary. In that capacity,
he follows up on the decisions of the Council for implementation.
Co-ordination in Government can be most effective where the
Council meets regularly. Through the Federal Executive Council,
each Ministry is aware of Government policies. In the past, the
Federal Executive Council used to meet weekly and attendance was
mandatory for all Ministers. The Panel believes that this method
helps to harmonise policies, avoids unnecessary duplication of
functions, lessens friction and reduces waste. Accordingly, the

Panel recommends that the Federal Executive Council meet at least

fortnightly.

Conduct of Government Business

The Panel noted that there is a document entitled "Guidelines of
Administrative Procedure of the Federal -Government”.  The
document stipulates the procedures and rules for the conduct of the
Prqvisional Ruling Council, National Council of State and the

Federal Executive Council. Other matters covered include:
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(iv)

(v)

ommendations

(i) Attendance at Council's meetings

(i)  Council Conclusions

(i) Committees of Council

(iv) Actions on Decisions of Council

(v) Relationship between Ministers and Permanent
Secretaries and Heads of Departments

(vij Special Assistants to Ministers

(viiy Parastatals and their supervising Ministries.

he Panel recommends that this document be updated, circulated

propriately and applied.

The Office of the SGF should consist of the Cabinet

Secretariat, Political Affairs, General Services, Special

Services and Economic Affairs Offices.

~ The Ecological Fund should be one of the responsibilities of

the Economic Affairs Office.

Parastatals in the Presidency should be located as proposed
in the schedule in paragraph 8.€ above.

The Federal Executive Council should meet at least fortnightly
so as to enhance the co-ordination of Government policies.

The "Guidelines of Administrative Procedure of the Federal
Government” should be updated, circulated appropriately and
applied.
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CHAPTER 9

EXTRA-MINISTERIAL DEPARTMENTS AND STATUTORY BODIES

9.1

9.2

Definition
The Panel considérs it necessary fo clarify the meaning of the term
"Extra-Ministerial Departments” in order to avoid the
misunderstanding which has become prevalent under the Reforms.
An Extra-Ministerial Department is an Office in the Civil Service
which is not under a Minister and whose officials are civil servants.
Such Offices are usually established in the Constitution. Extra-
Ministerial Departments are neither departments of Ministries nor
Parastatals.
Extra-Ministerial Departments, being civil service organisations, are
bound by the Civil Service Rules, Financial Regulations and
Circulars. Also, like Ministries, the details of their budgets are
provided in the Government's Approved Estimates.
List of Extra-Ministerial Departments and Statutory Bodies
The followirng are some of the Extra-Ministerial Departments and
Statutory Bodies which exist today:

(i) Office of the Auditor-General for the Federation

(i)  Federal Civil Service Commission

(i) Federal Judicial Service Commission
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ﬁ(iv) National Electoral Commission
(v) National Population Commission
(vi) Public Complaints Commission

(vi) Revenue Mobilization, Allocation and Fiscal Commission

(viii) Code of Conduct Bureau

Egllcation of the term "Extra-Ministerial Department”

e has been the tendency by certain establishments to misapply

term "Extra-Ministerial Department’ by using it for large

rtments in Ministries. For example, departments such as the

e of the Accountant-General (the Treasury Department) and

d Revenue Service which are in the Ministry of Finance are

branded Extra-Ministerial Departments. This misconstrual of
has enabled these departments to be organised like Extra-

isterial Departments with all the Common Services Departments

cribed by the Reforms.

Panel is of the view that even though these offices are large
tments in the Ministries, they are not Extra-Ministeria|
In the proposed dispensation, the structuring of
sistries should take the peculiarities of these large or special

ts into consideration.

9.6

87

9.8

Application of the Proposed Arrangement
to Extra-Ministerial Departments

As Civil Service organisations, the Extra-Ministerial Departments
should be generally guided by the system proposed in this Report.
However, their s{ructures should depend on their objectives,
functions and sizes.

With respect to the role of Accounting Officers of Extra-Ministerial
Departments, it is the view of the Panel that in line with the
recommendation in Chapter 5, the role of Accounting Officer should
be assigned to the Head of Department who ié a career civil servant

Recommendations

(i) Large departments in Ministries should not be regarded as
Extra-Ministerial Departments.

(i)  Extra-Ministerial Departments should be structured according
to.their objectives, functions and size.

(i) The role of Accounting Officer in the Extra-Ministerial
Departments should be assigned to the Head of Department

who is a career civil servant.
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CHAPTER 10

PERSONNEL MANAGEMENT

-Reforms_System
Eore 1988 personnel management in the Civil Service was largely

ntralised. The Federal Civil Service Commission (the

rmmission) was responsible for recruitment, promotion, discipline,

insfer of service and secondment. However, the Commission
slegated to the Ministries the powers of appointment, promotion
d discipline of officers on GL.01-07. There was also the pool
stem which controlled officers of some cadres found commonly in

ost Ministries and Extra-Ministerial Departments. Some of these

dres were the Administrative Officers, Accountants, Legal Officers,
ormation Officers, etc. It should also be mentioned that the
ervice was guided by rules and regulations which were centrally
rmulated and disseminated, thereby making for harmonious
rsonnel management. The criticism against the centralised
ystem was that it limited the powers of the Ministries to control and

anage their personnel, especially the senior staff and the pool

fficers.
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10.2

10.3

Arrangement under the Reforms of 1988

The Civil Service Reforms of 1988 decentralised personnel
management in the Service by reducing the powers of the
Commission and abolishing the pools as well as the Office of the
Head of the Civil Service. With regard to recruitment and
promation, the powers oﬂ%Commission were limited to officers of
Grade Level 07-10 while Ministries handled matters of officers from
GL.12 and above.
The Reforms institutionalised the Personnel Management Board
(PMB) system in every Ministry, which was composed as follows:
(1) Personnel Management Board, under the chairmanship
of the Minister - for matters of officers on GL.14 to 17;

Board

(i)  Personnel Staff

Management (Senior

Committee), under the chairmanship of the Director-
General - for matters of officers on GL.07-13;

(i)  Personnel Management Board (Junior Staff Committee
- Headquarters), under the chairmanship of the Director
of Personnel Management - for matters of staff on
GL.01-06 in the Headquarters;

(iv) Personnel Management Board (Junior Staff Committee
- ‘Local), under the chairmanship of the most senior
officer in the outstation.
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The Commission was represented in the PMB as an observer.
also served as an appellate body on the personnel decisions of
Ministries.

Another change brought about by the Reforms wag
professionalisation, which meant that all officers shouid remain
permanently in a Ministry, to acquire the skills and experience of
their jobs.

One of the criticisms against the Reforms is that it gave too much
power to the Ministries, which was abused through arbitrary
recruitment and promotion practices. These brought about
grievances, demoralisation and frustration of officers. There was
also widespread dissatisfaction among many officers of the former
pools who resented the idea of remaining permanently in one
Ministry.

Proposed Arrangement

Considering the problems associated with personnel management
in the erstwhile Reforms and the structural changes earfier
recommended in the relevant chapters of this Report, the Panel is
recommending the following Staff Committee system -for every

Ministry and Extra-Ministerial Department:

69

)

(i)

(iii)

Management Staff Committee (MSC),
for officers on GL.14 to 17;

The Chairman should be the Permanent Secretary, with
all Heads of Departments as members. The Head of
the Civii Service shouid be represented in the MSC of
each Ministry/Extra-Ministerial Department as a
member. The membership of the Committee including
the Chairman, should not exceed eight.

Senior Staff Committee (SSC).

for the staff on GL.07 to 13:

The Chairman of the Committee should be a Director
appointed by the Permanent Secretary.  The
membership of the Committee should be drawn from
among senior officers from various departments and
units, whose rank should not be less than GL.14. A
representative of the Commission should be a member
of the Committee. The membership of the SSC,
including the Chairman, should not be less than five
and should not exceed eight.

Junior Staff Committee (JSC) - Headquarters,

for staff on GL.01 to 06 in the Headquarters:
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i
The Chairman of the Commitiee should be appointeq |
by the Permanent Secretary and ‘should not be below
GL.14. The membership of the Committee should not
be less than five and should net exceed eight.
Junior Staff Committee (JSC) - Local,
for staff on GL.O1 to 06 in the outstations:

(iv)

The Chairman should be the most senior officer in

the outstation who is not below GL.10.  The
membership of the Committee should not be less than
five and should not exceed eight.

Appeals against the decisions of the JSC should lie with the

Permanent Secretary while appeals aganst the decisions of the

SSC should lie with the Federal Civil Service Commission. In the

case of the MSC, its decisions should be subject to»the ratification

of the Commission.

. : the
The quorum for the Staff Committees sheuld be determined by

relevant Committee. 4

With regard to the Staff Pools, it is recommended that eac:: .
h Pool Head or

n MSC and SSC. Eac

pools should have a . ' | e

representative should be the Chairman of the Committee afr o

members should be drawn from among the relevant pool office

various Ministries/Extra-Ministerial Depatments.
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10.10

10.11

10.12

Recruitment

The Panel examined the provision on recruitment/appointment
as stipulated in the Reforms and agreed on the need for some
modifications: The following

arrangement is thus

recommended:

(i) Staff on Grade Level 01 to 06:
To be recruited by the Ministry;
(i)  Staff on Grade Level 07 to 17
To be recruited by the Civil Service Commission,
in consultation with the relevant Ministry/Extra-
Ministerial Department.
The Panel is of the vie ‘hat recruitment into the Civil Service
especially at the entry grades of the professional cadres
(GL.07-10), should, as much as possible, be based on a
combination of merit and federal character. The system
should be operated in such a way that the best candidates
from each State are selected on a competitive basis in liaison
with the Ministries and Staff Pools of eventual deployment.
The Panel considered that the current practice by the Federal
Civit Service Commission of recruiting candidates on

temporary appointment and later regularising them s
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undesirable. It is unsuitable for selecting the best candidates.
The Panel considers that in all cases, appointment should be
based on the relevant Scheme of Service. The Panel
recommends that all progressions after recruitment should
normaily be based on merit.

The Panel observed that one of the major causes of low
morale in the Civil Service is the indiscriminate appointment
of persons from outside the Federal Civil, Service into high
positions to supersede serving officers who may possess
similar qualifications and experience. It is recommended that
before any vacancy is filled from outside, serving officers
should be given a fair chance to compete. Also all transfers
and appointments should follow laid down rules and
regulations.

Promotion

The Panel reviewed the promotion guidelines provided for in
the Reforms. Considering the size of the Federal Civil

Service and the reed for timely decision, the Panel

recommends the foliowing schedule of promotions:

(i) Grade Levels 01 to 06 - by the Ministry:

(i)  Grade Levels 07 to 13 - by the Ministry/Extra-
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10.15

10.16

Ministerial Department or
the relevant Pool;

(i) CGrade Levels 14 tc 17 - by the Ministry/Extra-
Ministerial Department or
the relevant pool, subject
to the ratification of the
Federal Civil Service
Commissiqn.

All promotions in the Civil Service, the Panel further recommends,
should be based primarily on merit.

The Panel examined the maturity periods for promotion as

stipulated by the Reforms and agreed that in order to boost

the morale of officers and prevent frustrétion, the minimum
number of years that an officer must spend on a rank before
being considered eligible to come within the field of selection
for promotion should be as follows:

(i) GLO1to13 - 2 years.

(i) GL.14 to 17 - 3 years.
Accelerated Promotion
The Panel also examined the need for accelerated promotion.

it agreed that the above maturity periods notwithstanding, a

74



e

provision should be made for accelerated promotion as a
means of encouraging hardwork and enhancing productivity.
In this regard, officers who exhibit excellence in their duties
could be promoted within shorter time intervals without being
bound by the general maturity periods. The following should
be the grounds for accelerated promotion:

(i) consistently outstanding performance; and

(i)  a special and rare achievement, as commended

by the Head of Department, the Permanent

Secretary or other top officers.

In order to limit the chance of favouritism, no officer should be

considered for accelerated promotion based on only one

superior. officer’'s report.

Discipline

The Panel recommends the followiné schedule of

disciplinary powers:

(i) GL.01to 13 - by the Ministry; and

(i) GL. 14 to 17 - by the Federal Civil

Service Commission,

after initial processing by

the relevant Ministry.

75

10.19

10.20

In recommending the above schedule, the Panel was
convinced that for disciplinary action to be effective, it must
not only be prompt but must be at the place where the
offence was committed. This provision includes the cases of
pool officers who commit offences in their Ministries of
deployment, in which case the Pool Head only needs to be
informed of the action taken against the officer.

Transfers and Secondments

For purposes of control and harmony, it is recommended that
the Civil Service Commission should continue to handle
transfers and secondments of officers on GL.07 and above,
as may be referred to it by the Ministries and Extra-Ministerial
Departments. Transfers should be in the overall interest of
the Civil Service and the Civil Service Rules should apply. In
the case of transfers from the States and other Services, such
officers should be placed on the grade level they would have

been h~~ they joined the Federal Civil Service, in the first

instance.

Acting Appointment

Acting appointments in the Civil Service are meant to serve

the following purposes:
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() to enable an officer cover the duties of a higher
post which is vacant; and
(i) to serve as a training ground for-an officer in
preparation for the responsibiiities of a higher
position to which he may be promoted in future.
Under the Reforms acting appointments were limited to posts
on GL.14 and above. The Panel does not agree with this
provision as it believes that officers on lower grades should be
allowed acting appointments. However, officers should only
act on posts which are one grade immediately above their
substantive grades. Also, acting appointments should be for
a short time. The approval power for acting appointments
should be with the Ministry or Pool Head.

Staff Performance Evaluation

The Panel examined the problem of staff performance
evaluation in the Civil Service. It believes that the present

Annual Performance Evaluation Report (APER) system is

‘unreliable as a means of assessment of an officers

performance. The following are the identified pitfalls in the

system:

Tl

10.23

(i) The assessment scores are too liberal as officers
lack the courage to report objectively on theif
subordinates;

(i) The désign, content and procedure of completing
the forms are cumbersome;

(i) The forms attempt to apply quantitative values to
civil service jobs, which the Panel believes, are
not always quantifiable;

(iv) The value of the report is often diminished by
long delays by both the reporting officer and the
officer reported upon.

The Panel is convinced that the present open reporting
system should be abandoned. It believes that the old and
long-tested confidential reporting system will reduce the
problem currently encountered in the operation of the open
reporting system.

The Panel therefore recommends that the present APER
forms («=N.79 and GEN 79A) should be redesigned to

conform with the confidential reporting system.
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Industrial Relations Liaison

It was argued that most Ministries are not sufficiently
equipped to negotiate with trade unions whose leaders have
become increasingly skilled, articulate and knowledgeable in
trade union affairs. The Panel believes that there should be,
in every Ministry, a machinery for containing industrial crisis
before it gets out of hand. The lack of officers with such skills
and experience in the Ministries had contributed, in a large
measure, to the spate of industrial actions that bedeviled
some Ministries in recgnt years with atiendant huge economic
losses to the nation. The Panel recommends that a skilled
and experienced desk officer of sufficient seniority be
deployed to handle all industrial relations matters in the
Ministry.

Staff Cateqgorisation and Nomenclature

The Reforms introduced uniform grading and nomenclature
into the Civil Service, namely:

(i) Director

(i)  Officer

(iii)  Assistant
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10.26

10.27

While the functional titles of "Officer" and "Director”
categories have been welcomed and considered adequate,
this has not been the same for the "Assistant” category. The
critics of the Assistant title argue that:

(i) in performing their duties, the officers are not
"assisting” as the nomenclature seems to imply;
and

(iiy it is derogatory because it gives the impression
that the "Assistants" are sub-ordinate to the
"Officers".

In view of the above, it is recommended that the
nomenclature for the "Assistant" Staff categories be reverted

to their pre-reform nomenclature. In the case of the Executive

Officer category the following nomenclature is recommended:

Chief Executive Officer - GL.13
Assistant Chief Executive Officer - Gis2
Principal Executive Officer - GL.10
Senior Executive Officer - GL.09
Higher Executive Officer - GL.08
Executive Officer - GL.07
Assistant Executive Officer - GL.06
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This change should apply to the various Assistant cadreg
which bore the "Executive Officer” appellation before the
Reforms. They include cadres such as Personnel Assistant,
Accounts Assistant, etc.

Also, the present Secretarig|

Assistant cadre should revert to its pre-Reforms
nomenclature.

In view of the recommendation that the Administrative Officer
cadre be reintroduced to replace the present cadre such as
Personnel Officer, Budget Officer, Supplies Officer, etc. the

following nomenclature is recommended:

Chief Administrative Officer - GL.14
Assistant Chief Administrative Officer - GL.13
Principal Adminfstrative Officer - GL.12
Senior Administrativé Officer - GL.10
Administrative Officer | - GL.09
Administrative Officer || - GL.08

The above should be the general professional title of the
Administrative Officer category. The officers should assume
- functional titles like Personnel Officer, Budget Officer, Political
Affairs Officer, etc in Ministries of their deployment, to reflect

their duties. Other professional bad.rés like éducatioﬁ ‘Officers
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10.29

10.30

10.31

should be treated similarty.

The current "Director” title (i.e. Assistant Director, Deputy
Director and Director) should continue to apply, irrespective of
the cadre or pfofession.

The Panel re-affims the Civii Service general staff

categorisation of the pre-Reform era, namely:

Management Staff - GL. 14 to 17
Senior Staff - GL. 07 to 13
Junior Staff - GL. 01 to 06

Staff Exchange with the Private Sector and other Services

The qeed for staff exchange between the Civil Service on the
one hand and the Parastatals (including universities) and the
private sector on the other, has gained prominence in recent
times. The Panel supports the idea as a means of
exchanging modern management skills ,and experience
between the Civil Service and the private sector. This will
also enhance mutual respect and understanding among
different sectors of the economy. The exchange could be in
the form of posting officers of the Civil Service to such
organisations on sabbatical leave or on secondment in

exchange for officers from those other organisations. The
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successful implementation of the arrangement would however

depend on careful planning and trust between the
Government and private organisations. The Panel
recommends that this proposal be implemented.

Recommendations

(i) Every Ministry/Extra-Ministerial Department and Pool
should have the following Staff Committees for dealing
with Personnel matters:

(@) Management Staff Committee (MSC):
For officers on GL. 14 - 17.

(b)  Senior Staff Committee (SSC):
For officers on GL. 07 - 13.

(c)  Junior Staff Committee (Headquarters):
For officers on GL. 01 - 06 in
the Headquarters.

(d)  Junior Staff Committee (Local)
For officers on GL. 01 - 06 in

the outstations.
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(i)
(iii)

(iv)

(v)

(Vi)

(vii)

Each Staff Pool should have an MSC and SSC.
The Federal Civil Service Commission should be represented
in the SSC of Ministries and-Pools while the Head of the Civil
Service should be represented in the MSC, both as
members.
Ministries should continue to be responsible for the
recruitment of staff on GL. C1 - 06 while the Civil Service
Commission should be responsible for GL. 07 - 17 officers.
Recruitment into the Federal Civil Service, at the entry grades,
shpuld be based on a combination of federal character and
merit, but further progression should be based normally on
merit. |
Officers being transferred into the Federal Civil Service from
the States and other agencies should normally be placed on
the grade they would have been had they joined the Federal
Civil Service, in the first instance.
The following should be the schedule of promotion powers in
the Service:

(a) GL.01to 06 B by the Ministry/Extra-
Ministerial Department;
(b) GL.07to 13 = by the Ministry/Extra-
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Ministerial Department or

the relevant Staff Pool;
(c) GL.14to 17 - by the Ministry/Extra-
Ministerial Department or
the relevant Pool, subject
to ratification by the Civil
Service Commission.
e Civil Service Commission should take decision
peditiously on recommendations for promotion from

inistries/Extra-Ministerial Departments.

e maturity periods for promotion of staff should be reviewed

s follows:
(@) GL.01-13 - 2 years.
(b) GL.14-17 - 3 years.

rovision should be made for accelerated promotion.
he following should be the schedule of disciplinary powers:
(@ GL.01-13 - by the Ministry/Extra-Ministerial
Department.

(b) GL. 14 - 17 - by the Civil Service Commission.

cting appointments should be extended to positions below

L. 14,
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(xiii)

(xiv)

(xv)

(xvi)

The Annual Performance Evaluation Report should be
changed to the confidential system and the forms redesigned
accordingly.

A skilled and exberienced officer of sufficient senicrity should
be appointed in each Ministry to handle industrial relations
matters.

The present Personnel Assistant, Accounts Assistant, and
Secretarial Assistant cadres should revert to their old
nomenclatures.

Staff exchanges between the Civil Service and other sectors

of the economy should be encouraged.
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CHAPTER 11

THE POOL SYSTEM

'Pre-Reforms Arrangement

Before the Reforms of 1988, there existed a pool system in the Civil
‘Service whereby certain cadres of officers commonly found in
.Ministries were pooled in central offices from where they were
posted to Ministries and from where their careers were monitored
and controlled. The following” were the Pools and their controlling
Ministries/Offices:

Cadre Controlling Ministry/Office

@) Accountants - Accountant-General of
. the Federation
Solicitor-General and
Permanent Secretary,
Ministry of Justice

(i)  Lawyers -

Permanent Secretary,
Ministry of Information

(i)  Information E
Officers

(iv) Administrative - Head of Service

~er
UHHILCi D

Head of Service
(Establishments)

(v) Librarians -

Head of Service
(Establishments)

(vi) Library -
Officers
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1Hi:2

1.3

(vii) Executive
Officers - Head of Service
(General Duties) (Establishments)
(viii) Executive
Officers - Accountant-General
(Accounts) of the Federation

(ix) Secretarial Staff - Head of Service

(Establishments)

(x) Stores Officers - Head of Service

(Establishments)

Position Under the Reforms

The Decree abolished these pools and vested the control and
management of staff in individual Ministries/Extra-Ministerial
Departments. The Décfee eaually abolished the Administrativer
Officer cadre and from it new professional cadres of Personnel
Officer, Planning Officer, Budget Officer,Supplies Officer, etc, were
created. The Panel, however, noted the provision of the Civil
Service (Re-Organisation) Amendment Decree No 80 of 1333, now
repealed, which restored the pool for Legal Officers in the Ministry
of Justice.

The Panel deliberated extensively on the pros and cons of the pool
system and the arguments advanced for the abolition of the pool by

the 1988 Reforms. It noted that the main reason given for its
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lition was the need to professionalise the Civil Service. By this

cept, each Ministry was to be professionalised and each officer,
ether a specialist or generalist,- was to make his career entirely
a Ministry or Department. In this respect, every officer was to
uire the necessary expertise and experience through relevant
ecialist training and uninterrupted involvement with the work of the
nistry or Department. One argument against the pool was that
e frequent movement of pooled staff from one Ministry to another
metimes created instability and jeopardised the smooth operation
Ministries.

veral arguments were advanced in favour of the pool system.
e first is that it enabled a harmonised development and
anagement of common professional cadres. Secondly, it made for
althy changes in the manning of Ministries and thereby injected
sh blood into the system. Thirdly, the pool system made it
ssible for officers to have varied experience, thereby broadening
eir vision and developing esprit-de-corps throughout the Service.
1 respect of Administrative Officers, the Panel noted the argument
hat though the Administrative Officer is a generalist, he is a
‘ofessional in his own right because he is trained in General

anagement and could be a specialist in any of the relevant fields
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11.6

of his profession such as Budgeting, Planning, Operations

Research, Economics, Management Science, etc. He could
therefore be centrally pooled and deployed on the basis of his
versatility. On being posted to a Ministry such an Officer can
assume the relevant functional title of his schedule e.g. Budget
Officer, Planning Officer, Personnel Officer, etc. The Panel further
noted that since the Report of the Public Service Review
Commission (Udoji Report), it has been recognised that all senior
management personnel function more or less in a central pool.

Proposed Arrangement

The Panel is convinced of the advantages and flexibility of the pool
system and therefore recommends its re-introduction for those
professional and sub-professional cadres which exist in most
Ministries as listed in Paragraph 11.1 above. All Officers in the
professional cadres like Legal Officers, Accountants, Administrative
Officers, etc should enter the pool at a minimum salary Grade Level
08, while the sub-professional cadres like Executive Officers,
Secretaries and Library Officers should enter the pool at salary
Grade Level 07.

The Panel examined the pattern of postings of pool officers in the

Ministries and suggests that in order to enhance their usefulness,
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- inistry. . \
r stay in the Ministry ministrative Officers \

not given any choice at the inception of the Reforms. As a resuit,

some former Administrative Officers and Accountants posted to the
Common Services Departments where structures were fixed

suddenly found that vacancies were severely limited, especially on

salary Grade Level 14 and above. However, in some Ministries,

including the Presidency, where there were many openings for
promotion, the officers serving.in such Ministries had eamed two or
more promotions since 1988, whereas their pre-Reform colleagues
or seniors had stagnated in one Post for nearly a decade, not due

to incompetence or disciplinaryA action, but by the mere accident of
posting.

1110 With the restoration of the pool system, the Panel believes that

a situation where officers have now been Superseded by their
colleagues and juniors by one or more grades could pose a
problem of personnel management. In the interest of equity, justice
and esprit-de=corps, there is the need therefore, to restore the
morale of th~ adversely affected officers and the seniority of all

pool officers as much as possible. The Panel accordingly

fécommends that on the restoration of the pool system, cases of
~ Stagnation and supersession should be identified and officers who
have been so adversely affected could be advanced notionally.
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CHAPTER 12

ROLE OF THE FEDERAL CIVIL SERVICE COMMISSION

121

12.2

Position before the Reforms
Section 140 (1) of the 1979 Constitution established the

Federal Civil Service Commission whose functions are the
appointment, promotion and discipline of all officers of the
Federal Civil Service. Before the 1988 Reforms, the
Commission delegated its powers in respect of officers on GL.
01 to 07 to Ministries and Extra-Ministerial Departments.

Position under the Reforms
==1U0eNn under the Reforms

The repealed Decree No. 43 of 1988 limited the powers of the

Commiission to:

(i) appointment of officers on GL.07-10, only;

(i)  participating as an observer in the Personnel
Management Board (PMB) of Ministries;

(i)  performing appellate functions on petitions by
officers against the decisions of Ministries’ PMBs;

™ provision of 'uniform guidelines on appointment,
promotiorr and discipline.

Powers of appointment, promotion and discidline of other

officers were transferred to the Ministries and. Extra-Ministerial
Departments.
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nts s |

e representaﬁ\la

of the Commission in the Senior Staff Committee should no
longer be on an observer status. Consequently, the decisions
taken by the Senior Staff Committee on matters. of promotion
and discipline will be final and no longer be submitted to the

Commission for its ratification.

Relationship between the Commission and
Ministrielextra~Ministerial Departments

The Panel advises that in carrying out its duties, the Civil
Service Commission should forge a close consultative
relationship with the Head of the Civil Service and the
Ministries. Indeed, the 1979 Constitution in Paragraph 4 (2)

of Part | of the Third Schedule enjoins this sort of
consultation. in order to achieve the best results in its
functions, the Commission and the Ministries/Extra-Ministerial
Departments should work in co-cperation. It is also expected
that .as was the old practice, where the Commission
disapproves a recommendation of a Ministry or the Head of
Service, it should endeavolr to offer explanations for its
decision. Another way of promoting a positive working
relationship between the Commission and Ministries/Extra-
Ministerial Departments is the speedy treatment by all
concemed, including the Commission, of submissions made

to them. |
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13.1

CHAPTER 13

TRAINING AND STAFF DEVELOPMENT

Training System Before the Reforms

The Panel examined the training system before the inception

of the Reforms of 1988 and observed that jts major defect

was the absence of a coherent and systematic training policy

for use throughout the Civil Service. As a result training was

carried out in a haphazard and unco-ordinated fashion. Other

defects of the training system include the following:

(i) Lack of internal training capacity by Ministries for
training their staff:

(i) Inadequate attention to the training of junior staff who
form the majority of the civil servants;

(i)  Low value placed on training as reflected in the low

training budget and unwillingness to release officers for

training courses.

Training System under the Reforms

The Reforms introduced some innovation into the training

efforts in Ministries ang Extra-Ministerial Departments by:
(i) making training compulsory and continuous for ali
categories of officers:
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13.7

Head of Service should be responsible for centralized training
such as induction courses, Generai Management courses, the
proposed Senior Management Course, eic while Ministries
shouid be responsibie for training in those areas peculiar to
their functions. The Panel recommends that.the 10% of total
annual personnel emoluments for training should be shared
by the Ministry and the Head of Service on 50:50 basis.

As a supplement to funding from intemal sources, the Panel
believes that more staff will have access to local and
overseas courses, seminars and conferences if foreign
technical assistance courses are properly co-ordinated.

The Panel therefore recommends a well co-ordinated
Technical Assistance programme to reduce pressure on the
lean training vote.

Special Senior Manggément Course

The Panel observed that the ability to understand and apply
the rules and regulations contained in the various manuais
and circulars in the Civil Service tended to have placed the
officers in the former -Administrative and Executive ciasses at
an advantage over other cadres in the Civil Service: in

handling administrative issues on personnel, finance, etc. In
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words, it should be mandatory for all officers irrespective of
their profession, to attend it before entering the Senior
Management category (GL.14). The Panel further
recommends that the Office of Establishments and
Management Services and the Administrative Staff College of
Nigeria (ASCON) shouid design the Course which shoutd be

run by ASCON.

Re-engagement of Retired Officers for Training and
Retraining

The Panel examined the issue of training and the retraining of
ali officers in acquiring the specialised knowledge and skills
necessary in the conduct of government business. The Panel
notes that there is an increasing lack of interest in the
acquisition and application of these vital skills among the new
generation of civil servants. One of the best and most cost
effective ways of arresting the situation is by engaging the
services of seasoned- retired civil servants who will help to
teach the time-tested skills and methods of the Civil Service
and thereby revive the culture of efficient and effective
administration. The Panel therefore recommends that retired

civil servants with specialist skills and. experience be re-
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it is better learned through practice and experience. Such
education is one of the traditional roles of political parties.
Moreover, the panel observed that there is no where in the
world where an institution is set up by govemment to train
politicians in democracy. Furthermore, the present curriculum
of the National institute for Policy and Strategic Studies
(NIPSS) in Kuru, Jos, seems to encompass those of the CDS.
Consequently, the panel considers the continued existence of
the CDS no longer relevant as its primary function can
adequately be taken care of by NIPSS and ASCON. The
Panel, therefore, recommends that the CDS should be
scrapped and the buildings, including other facilities,
converted to a Civil Service College for the training and
retraining of middle level and senior managers. This position
i further informed by Government’s decision to rationalize its
operations, including parastatals, for greater efficiency and

effectiveness.
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total personnel emoluments for tra
ining

should be
shared 50:50 between each Ministry and
the

Office of the
b . Head of Service which will co-ordinat
ntralised training programmes o

(iii)  Forei
oreign Technical Assistance Prog
rammes
encouraged e
and well co-ordinated to supple
" ment
rses and the lean training vote o
A Senior |
Management Course should be intro
all officers wh o
. 0 are expected to attend it befo
o re enteri
nior management category on GL iy
Seasoned reti i .
retired civil servants should be
S engaaed on
Ppointment to train and retrain ci
Fal | civil serva
apprapriate skills and methods A
Adequate fu .
nd
el s should be made available to traj
ions ik i
= e ASCON, Federal Training C
0oIs of R 45
adiography, Surveys, etc to e
; nable them

provide more facilities. |
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(vii) Study leave without pa

(viii)

valuable service.

The Cent

and the buildings, including

and senior managers.
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of
y should be restored as a way

s to render

re for Democratic Studies should be scrapped

other facilities, converted to

le level

CHAPTER 14

PERFORMANCE EVALUATION AND

ORGANISATIONAL REVIEW OF MINISTRIES

14.1

Performance Goal and Target Setting

The Panel considered the need for Ministries/Extra—Ministerial

Departments to have sSome sense of direction in their
activities, in the form of goals to be achieved. For practical
purposes, the goals of Ministries should be derived from the
annual budgets and rolling plans, as approved by
Government. In order to give clearer bearing to the Ministry,
the goals should be broken down into targets for the
departments, other sub-divisions as well as the individual
staff. These targets would then form the basis of the
assessment of performance. The targets could be in various
forms, such as quantities to be produced, quality of products
and services, timeliness of performance, level of satisfaction
of members. of the public served, etc.
In setting targets the following principles should be observed:
() the targets must be Clearly stated, well
understood and free from ambiguities:
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ossible, be
the targets must as much as P
(ii) e

lishment
tifiable and the time for the accomp
guan

must be specified; Lo P
i bea
nust be realistic,
targets mu
(iiiy the

ed

resources available;

whio the
ing but within
targets rhust pe challenging

(iv) the

ivisi assigned
ility of the officers or sub-divisions
capabi

to achieve them.

( )

i orts
Performance Evaluation and Rep

ity be
of necessity
f performance targets should,
The setting O

rmance,
actual perfo

py the regular assessment of

followed by

rmance
The perfo
eas oOf achievement.
i ar
rewarding

individual
i nt of indivi
ging from the daily assessme
ran
time frames,
ion.
activities to annual evaluati

the
ation of
ans of performance evalua

me
One of the

Report
i is the Annual
.es/Extra-Ministerial Departments 1S
Ministrie

rendéf
xpected O

the Reforms, all Ministers were exp
Under (he

113

14.5

be necessary to

operational

Annual Reports of their Ministries in order to enhance

accountability and enforce the performance ethics. The Panel

however observed that most Ministries did not observe this

provision. it js recommended that it should be made

mandatory for every Ministry/Extra-Ministeriaj Department to
submit an annual report of its activities (including finance) to
the Presidency. The report shouid be submitted latest by the

end of June of the Succeeding year. In this regard, the
Presidency should issue the guidelines on the format and
content of the Annual Report.

Organisational Review of Ministries

The Panel realises that the operational

performance of
Ministries willl to 3 large extent, depend on their

organisational structure and methods. It will therefore often

review the organisational structure,

methods  and manning levels of the

Ministries/Extra Ministerial Departments in order to improve
performance. Such reviews are usually technical exercises
which also require some standards, for harmony in the Civil
Service. Ministries and Extra-Ministeria| Departments should
therefore consult the Mariagement Services Department
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SD) to assist in such organisationa\ reviews. (i
1] The M
anagement Services Department shoul
ould be

role of the MSD in this regar

The expected d is summarised as
AN consuned b M
o : y '”'Strles/Extra.M,mstenal Departments
e revi in
iew of their orgamsatlonal Sfﬂh:ture >ope
rational

Ministerial Departments
methods and manning levels

j (i) Assisting Ministries/Extra- }
; ‘ vin reviewing their organisational structure,
F B operational methods and manning levels; |
‘(ii) 7 Providing Ministrielextra—Ministeria! Departments |

with specialist advice in specific areas such as !

b definition  of objectives. target setting and |

performance monitoring and evaluation:

out periodic management audit of

(iii) Carrying

3
M'mistries/Extra—Ministerial Departments.

Recommendations

Extra-Ministerial Departments shouid cultivate

(i) Ministries/
the practice of setting targets for themselves, their
individual staff,

departments, other sub-divisions and |

pased on the annual budget and evaluating the

o

performance thereatfter.

ry MinistrylExtra—Ministerial Department should

(i) Eve
report of its activitie

-

submit an annual s to the

T

Presidency, within six months of the end of the year.
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CHAPTER 15

JRES
TIONAL METHOD PROCEDUR
3 ~ AND MANUALS

d
ove ent Policies Rules
to
Adherence an
o isti Civil Service as
the distinguishing characteristics of the
One of the

and regulations. Th R .

i hav
times, rules and regulations e
Mi istriesIExtra-Ministerial Departm
among Min | b
ch rules have been violated with iImp 3
- nt violation of rules and regulatio
ra

The circumvention of flag
nly createé disharmony with |
for the aufhority and injustic

mmends that rules and

in the Civil Service but

4 does not © iR

also implies disrespect
Iy comply. The Panel reco

o faithfu )
2 adhered to and that san

jons be
regulations be strictly

applied against violators.

Classified information

ivi ts to show
important duties of the civil servan
f the im

| f 'nter-
e

loyalty to the State and t

s that the
he Panel note

t secrets. T

governmen
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15.4

has been taken less seriously in recent times because of the

tendency to treat most things as secret or confidentiaf. This

has often resulted in embarrassment not only to the

Government but also

to the entire nation. The Panel,

therefore, recommends that the release of classified

information should be carried out in an orgariised manner and
only sensitive and confidential information should b~ so

classified.

Open Government

All over the world, there is a growing tendency to keep the
governed informed about the activities of govemmment. This
ensures the people’s right to be informeg about the activities
of their government. This form of open government is without
prejudice to the need to keep sensitive information away from
the public or to restrict its publicaticn. The Panel recommends
that Government should make more information available: to
the people but without prejudice to national security.
Delegation of Duties

A major problem which hampers ‘effectiveness and efficiency

in the Nigerian Civil Service is inadequate delegation of

authority. It has been observed that increasingly the powers
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to take decisions on various matters, ranging from

administrative to financial, have been largely concentrated on
the highest levels of management. The Panel notes that

there are provisions for delegation of duties and

responsibilities to officers at the various levels of
management, but these have always not peen practised. The
result is that the top management, especially the Ministers
and the Directors-General, aré overworked, leading to delays
in decisions and actions.
The Panel believes that delegation should be observed in the
Civil Service as 2 matter of practice. Authority to take
decisions and actions should be devoived down the hierarchy
to the level of schedule officers, depending on the degree of
importance of the matter. For example, schedule officers may
pe given the authority to reply to letters from outsidé
organisations for which a precedent nas been set. Officers 10
whom duties are delegated should then make regular reports
of their decisions and actions to their superior officers. The

extent to which senior officers delegate their powers should

be an important factor in their staff performance evaluaﬁd‘“'

reports.
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®

(ii)

Problem of Delays

ex
) L G
' t I
e

(i
(i)

incompetence of officers:
lack of
‘ courage on the part of officers t
decisions; g
(i)  long
procedure for b
oth decision-maki
-mak

action; ks
(iv)
(v)

inadequate delegation of duties:

deliberate de|
ays mativated b
' y corrupt an
reasons. Pt and'sdfith

To solve thi
e this problem, the Panel recommends th
s the followng:

training of offi
icers in time m
anagement with
specil

I g

as set out in para
graphs 15:10 and
: 156:11 below




L i

. setting of standard tiime for completing common

processes in the Civil Service and monitoring same;

effective delegation of duties.

iew of Work Procedures

application of obsolete methods and procedures of work

arious offices is a major cause of delays and wastes in the

il Service. One measure which will improve the Civil

rvice therefore, is the insfitution of periodic- and systematic

iew of its methods and procedures. The areas identified

the Panel for the first phase of such Organisatibn and

ethods review are:

(i) Payment processes in the Civil Service;

(i) Treatment of correspondence from outside;

(ify ~Procedures for issuing Passports;

Customs Procedures at the Ports;

(iv)

(V) Companies Registry Procedures;

Treatment of Inactive Files and Records in

(vi)
Ministries in liaison with National Archives;

(viiy Processes of Printing and Circulation

of Government Gazettes.
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15.11

15.12

This phase of the procedure review shouid be carried out o
e;\xperts drawn from the Management Services Departmen:
(/ISD?, who may be supplemented by consultants from
Organisations such as ASCON and the Centre f,
Management Development. After this first phase, the MSODr
should be charged with the responsibility of identifying other

Periodic Review of Operational Manuals
It

is a matte
r for concermn that working manuals d
information d .
ocuments of the Civil Service are not regulart
updated and mad i 5!
€ available for use j
in offices as ref
document i o
S. The result is that officers often work "in th
dark"
and consequ i e
quently work is delayed while searching strenuous|
for these r N
eference documents. These operational d
e ocuments
(i) Civil Service Rules:
(i)  Financial Regulations:
(iif)  Civil Service Handbook:
(iv)  Establi
tablishments and T, reasury Circulars, Circul
; ars

from the Presidency, etc:
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(v) Notes for Guidance issued by the Federal Civil

Service Commission;
(viy Schemes of Service;
(vii) Civil Service Staff List;

(viii) Annual Budget/Estimate Books;

(ix) Gazettes;

(x) Specialised Manuals of various Departments.

The Panel was dismayed to leam that the Civil Service Rules

and the Financial Regulations have not been revised since

1974 and 1976, respectively, in spite of the significant

changes which have taken place since then. Also, it is a

matter -of regret that Government gazettes are no longer

printed and circulated for months, and the Annual

Budget/Estimate Books are often not made available up il the
last quarter of the year.
hat these office manuals, especially

The Panel recommends
Regulations be revised

the Civil Service Rules and Financial
ced regularly to accord with the cha
every Ministry and Extra-Ministen’al
ies of these documents

and produ nges in the

Service. Finally
Department’ should- ensure that cop

are made available in adequate quantities for use in their

offices.
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15.16

(iv)

The Federal Goveniment' Press

| ’

non-productio
n of the documents. it is recommend d th
[} at this

important offi
ice of government be reorganised, r
provided with- ade ke
quate resources, j
» Including finan
. . ce |
equipment and skilled personnet iz

Recommendations

)

Rules and Re :
gulations in Go
vemment should
be made

unequivocal and
fi and sancti
rm, ctions should be
-applied

against violators.

(ii)

Only. confidenti
laential and secret information shouid b
e 30

classified andg i
and their release should be in an
organised

manner.
(i)  Informati
tio
n should be provided to the people
on time

Bt i : Iy
without prejudice to national se:urity

Service.
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" - e management, review of

be redressed by training in tim

1

and

1
delegation of duties. |

y

ified and reviewed.

i I m
o il Service Rules and

(vii)

made available regularly.

(viii) The Federal Govern

and revamped.

t l
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CHAPTER 18

RETIREMENT, PENSION AND GRATUITY ~

Conditions for Retirement
==_2ILONS tor Retirement

Before 1987, retirement from the Civil Service was governed
by the Pensions Decree No.102 of 1979 which put ihe
Compulsory retirement age at 60 years.  Establishment
Circular Ref. No. B. 63216/11/259 of 17th February, 1987 prit
the condition for compulsory retirement at 60 years, or on the
attainment of 35 years of service, whichever is earlier. This
provision was incorporated into Decree No. 43 of 1988. There
has been no problem with the 60 years age rule for
retirement. The contentious issue s the 35 years of service
rule.
There are arguments for and against the retention of the
length of service rule. On the one hand, proponents of the
retention argue that early retirement will Create job
opportunities for the younger generation, especially given the
level of graduate unemployment in Nigeria. They also contend
that it is a way of catching up with those officers who falsrfy
- their ages in order to remain longer in service. Furthermore,
they argue that the policy is the least painfuy| way of beginning
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(AEDELLT,

the rationalisation of the bloated Civil Service. On the other

hand, opponents of the retention of the length of service rule
argue that in recent times_ the Service has lost, through early

retirement, many officers in their prime of service under the

length of service regulation. They are also of the view that

the practice has led to the loss of many experienced officers

in whom Government had invested heavily through training.

Moreover, many ot the attected officers are relatively young,

with ages between 50 and 53 years. The implication is that

they would be paid. the highest rate of pension for a long

period of their life which would not pe spent in the Service.

This. contributes. to high pension cost to Government.

Having examined poth arguments, the Panel conclud

the \ength of service ¢ondition

Service or the Govemment. Accordingly,

the retirement age in the Civil Service should be 60

irrespective of the length of service.

to the practice in the Military where compulso
based on 35 years length of se
Panel notes. that the rationale
retirement from the Military Service does not and should

apply to civil servants.

ed that

is not in the interest of the Civil
it recommends that
. years
This-is without pna_judi‘vie
ry retirement i

nice or 60 years of age. Th®
behind the 35 years rule o &

16.4

Indiscriminate Retirement of Civil Servants

The Panel notes with concern that, in spite of laid down
regulations on disciplinary procedures in the Civil Service for
emng Qfﬁcers, the practice of indiscriminate and arbitra

retirement of officers from the Civil Service has continued :y
regur. This phenomenon started with the purges of 19757
1976, and 1984. It was given legal backing by Public Officers
(Special Provisions) Decree No. 17 of 1984 which provided for
the retirement of officers "in the public interest" without-an

further explanation. This p}actice does not t'aké <:ognisancey
of the agony to which such officers and their families are
exposeq. This has robbed the Service of some of its finest
oﬁicers thereby contributing to the problems of the Civil
Serv.lc.e. The Panel believes that there aré adequate
provisions in the Civil Service Rules, the Financial Regulations
and other manuals for dealing with erring officers " includin

their removal from -the Civil Service. The laid-dowriJ
procedures had in fact been applied successfully'in the past
In order to ensure that the highly valued career expectations.
of civil servants are not jeopardized, and to promote job
sec.:urity and sustain morale in the Service, there should bejno
re'tlrement in the Civil Service without following the laid down
disciplinary procedures. In this connection, the Panel
recommends that the Public Officers (Special ;Provisions)

Decree No.17 of 1984 be repealed.



Delay in payment of Gratuity

The Panel found that in spite of the existing arrangement
which was for civil servants to collect their gratuity on their fast
day in the Service, many retired officers still find it difficult to
do sO within the stipulated time. This has led to untold

hardship to such retiring officers and their families. One of
ed for this is inadequate record keeping.
among other

the reasons advanc
The Panel believes that proper record keeping,

things, can facilitate the process of payment of gratuity.

Existing Pension Scheme
The Panel examined the current rate of pens
civil servants. Before 1991, the practice was to calculate

pension on pasic salary alone. This made the pension
e to meet the basic. needs of

jon paid to retired

grossly inadequate and unabl
it also led to the undesirabie situation in which

most civil servants simply retired 10 penury. However, the

panel observes that the current policy of calculating pensions
d allowances)

pay package (that is, salaries an
represents a step

The Panel also

pensioners.

on the total
rather than on the basic salary alone,
forward in improving the \ot of pensioners.
notes the additional steps taken to improve pension by

increasing the maximum rate of pension from 70% to 80% of

an officer's terminal pay. The rule also enables a civil servant
to qualify for gratuity after 5 years of service, and for pension
f he has served for 10 years. This represents an

improvement when compared to the hitherto rule 0

for gratuity anc 15 years for pension.
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f 10 years

16.8

16.9

16.10

-
-

Thes.e szrovements notwithstanding, the Panel observe.
:::::on is still inadequate given the rate of inflation i: tt'::at
e oryc;ur:’ehni ::mrealtnotes, however, that pension is closely
o y rates and recommends the continuation of
policy whereby corresponding increases in pensio
made each time there was a general review of salari i
Harmonisation of Pensions of Civil Servants P
The Panel notes that the existing regulations on pensi
:hoatte::ply equally to all retirees. Specifically, the F;a:s::):osud:
. ere exists a dichotomy between pe )
::ﬁ:;\cl;l .servants who retired before :)ggjlo:n;attehso::yaw':e
amctedsu;c:n :ram::? 1991. This dichotomy has adversel:
i i p. ' ic officers who retired before 1991, and
e ive ridiculously low pension rates. The Panel is
£ regarda ;r:‘:m:;apn:sun:h htasGbeen sent to Government in
at Go i
decision on the matter to hamonis\lee:rr]\r:i::e ‘:JvfI” také -
Contributory Pension Scheme i
Th j ‘
Co: ;:3:: rlys ::::o:f :ovemme’nt’s intention to introduce the
. cheme for civil servants who have
: d:: than 15 years of service at the inception of :::
Comm:t.ee s:us; lz sequel to the report of a Technical
o : cy: .ﬂ?e Fed'eral Government in September,
g e Civil Service Pension Scheme in the light
ervice Reforms and the economic realities of
counfry. Under the proposed scheme, an officer th'e
contribute 5% of his salary while the Federal Government :l::
! i

130



sontribute 2.5%. A Central investment Agency will be created
manage the funds from the contributory scheme.
e Panel notes this development and agreed that it has the
dvantage of relieving Govermnment of some of the burden of
'mounting pension bills. However, the Pane! observes that the
standard practice in a contributory pension scheme is that the
employer pays more than the employee, with parity being the
least. The Panel recommends that the officer should
contribute 5% while Government contributes 7.5%. Toensure
' that the contributory Pension Scheme does not suffer the fate
of similar Schemes like that of the Nigerian Railway
Corporation or the National Provident Fund, the Panel also
recommends that the proposed Central Investment Agency
should be properly managed and run by Government as a
public trust. Its trustees should include top officers like the
Accountant-General, Auditor-General, etc and it should be
administred by civil servants. The investment of the fund
should be in accordance with the Trustee Investments Act.
Recommendations
() The retirement age in the Civil Service should be 60
years irrespective of the length of service.
(ity There should be no retirement in the Civil Service
without following the laid down disciplinary procedures.
(i)  Public Officers (Special Provisions) Decree No.17 of
1984 should be abrogated.
(iv) Pensions should continue to be reviewed upwards

immediately salaries and allowances are reviewed.
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(V)

(vi)

(vii)

Governm

ent

it should speed up action to har i
monise the

pension [
| rates of those who retired before 1991
ose who retired after 1991 .

Under the Contri
ibutory Pension S
cheme the em
ployee

4

properl
perly managed under the Trustee Investments Act
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Expenditure Powers

The Panel recognises that a major problem of financial
management in the Civil Service is the concentration of
expenditure powers on top management.  The Reforms
provided for the devolution and decentralisation of powers to
approve expenditure down to GL.14 officers and heads of
outstations. In practice, however, this provision was not
adhered to in most Ministries.  This resulted in delays in
operation, frustration and apathy amongst officers.

The Panel recommends that the powers to approve

expenditure should be devolved down to officers of GL.14,

(being the starting point of the Senior Management) and |

heads of outstations. The expenditure limits of the officers
should be determined by the Funds Allocation and Budget
Committee of each Ministry.

Tenders Arrangement

The Panel observed that even when tender arrangements had

been adequately laid down, the procedures were not followed:

This led to many abuses.

during the Reforms was the frequent use of anticipato” &

annroval, which should he used only in exceptional cases

One of the abuses of the system

:

A

| 7)8::? auos

=rin

-

that the appropri
Opriate tenders pro
ced .
strictly. Hres should be followed

clal Control and’ Audit Alarm "

et bl I'should' not ;

~ at ensuring ¥ only aim
ring that expenditure ‘is made according”

according “to the ruies

ut also should ensure that the e
. that the best vaiue-
for-

" 'money is obtained. The experier
- The experience ‘since the Refc
the Reforms is
is that

“ financial '
| al’ control has not been effectively exerci
| _ _ sed and that'

'

instrument
of last resort, has not been effecti
Ve in most

Ministries, in spi
» In spite of the provision of the audit ala
m system

by the Reform
S. The Audit Alarm System shouid
ould be

abandoned as i
it has served n
O useful purpos
e

The Pane|
notes that financial control in the Servi
rvice is not

‘0 Iy th p ibili y
.
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el therefore recommends that there

» pblic funds. The Pan

d be strict observance of financial discipline in the

Financial Reports

The Panel recognises that one im
government is the financial reports.

portant element of financial

 accountability in The
orts are the Accountant-

|
' most institutionalised of these rep
' General's Annual

| Report and the Auditor-
release of these reports

General's Annua

_ Report. The Panel observed that the

} had been delayed, thereby diminishing their usefulness.

General's Report is particularly important as

The Accountant-

atement of the Government's financial

a post-mortem st

performance for the past year. It also serves as an input into
the . Auditor-General's Report. The Panel therefore
ral's Report should be

recommends that the Accountant-Gene

pulated period of the first six months of

released within the sti
Annual Estimates aré

the succeeding year. Just as the

published for public information, the Accountant—General’s

Report should aliso be published on time and widely

circulated. The same applies to the Auditor-General's Report.

It needs to be emphasised that Mini
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stries and Extra—Ministe_ria| :

17.12

Departm '
partments should aiso render their financial reports to th
| ]
ccountant-General at the stipulated time.
ublic Acco Com ee
The ccou
Panel notes the existence of the Public A
Committee which i i 5
ich is a machinery for enhancing accountability
in the i
Service. The effective performance of the bod
. y can
serve as a detement to publi erwise
public officers who
oth couid

find it easy to induige i
ge in financial im
' meTMY- - The Panel

_observes
that at present the Committee is not functioning

because its membership is not constituted it i
recommended that this body should be reconstituted ‘ s
and kept functional always to enable it disch umem‘y
constitutional functions. The Panel further recommef'la:;ge ns;
membership of the Committee should consist of K
high integrity. .
Role of the Auditor-Generai

The Auditor-General for the Federation has the re

for the audit of expenditure of all Government 'Mh::nl:biw
Agencies. During the Panel's discussion with the Audm
General for the Federation, he raised the need for his ]
to go beyond its present scope which is limited to Expu:::
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_{Audit, into Value-for-Money Audit and Revenue Audit.

According to him, the essence of the value-for-money. audit is

to ensure that the public derives value-for-money even if the 17.16

expenditure has peen made according to the rules and

in the case of revenue audit, it is to ensure that

mment.

s regulations.

. maximum revenue is collected for Gove
The Panel appreciates that these new proposals can

contribute to better public financial management. However,

they should be implemented cautiously after a careful study. 1717

of the view that even if the proposals areé

The Panel is

introduced, the role of the Auditor-General should be advisory. :
|

Financial Accountability ]

The Panel examined the question of financial accountability in %
f

the Civil Service and identified the following conditions which

will enhance its attainment:

() openness 1N financial management;

regular issue of financial reports and statements;

(i)
(iiiy ~ effective audit system;
(iv) effective methods of prevention and investigation

of fraud and other iregularities and prompt

sanctions. against offenders;
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(v) er [
mphasis on value-for-money in financial
ia
spending.
The Pan
el observes that these conditions are not curre tl
. . . n y
a . .
pplied strictly in the financial system of the Civil S
ervice
The re i ' '
sult is that public confidence in accountability
i in

G

be improved urgently.

: Broad Application of Planning

The Panel examined the concept of planning as a tool of
management and observed that in the Nigerian Civil Service
rtA is taken nérrowly to mean financial projections and
allocation to capital projects over a period- of years. It is the
opinion of the Panel that planning should be applied to all
activities of Ministries énd Departments. Suct-1 plarinin

activities should include periodic work programmes, tar :
setting, performance review and monitoring, etc | g

Recommendations

D

to the approval of the Minister.
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(i)

(iif)

()

v)

(vi)

{vii)

Powers to approve expenditure: should be devolved

down to GL.14 officers and heads of outstations.

Appropriate tenders procedure should be followed

strictly in the award of contracts.
d the
The Annual Reports of the Accountant-General an
L shed
Auditor-General for the Federation should be publish
within the stipulated period.
i it should
The Value-for-Money Audit and Revenue Audit
i after
pe added to the duties of the Auditor-General only
a careful study. 3
. st
The Public Accounts Commmeg should be reco stitut
urgently ‘and kept functional always.

N o should be
Financial accountability in the Service

ial rules
enhanced through .strict observance of financial ru

and regulations.
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CHAPTER 18

IN THE CIVIL SERVI

it is the general view that no matter how well an organisation is

structured, it is unlikely to attain its objectives if the morale of its

employees is low. Evidence available to the Panel shows that the

morale of civil servants has sagged so low in the last two decades

as a result of unfulfiled expectations that belonging to the system

no longer confers pride and social recognition.

18.2 The factors that have contributed to this pathetic situation include:

U]
(i)

(iii)

(v)

v)
(vi)

The politicisation of the Civil Service;

Abysmally low remuneration in the face of galloping
inflation;

Wide income differentials between the Civil Service and_
their counterparts inthe Private Sector and Parastatals
like NNPC, CBN, NITEL, Bureau for Public Enterprises,
Nigerian Deposit Insurance Corporation, etc;

Inadequate welfare schemes - staff buses, staff loans

and advances, meal subsidy, etc compared to the
Private Sector and Parastatals;

Inadequate and expensive medical facilities:

Inadequate retirement benefits aggravated by delay in
payment;
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(vi) Insecurity of tenure\occasigned especially by the

arbitrary purges of 1975/1976 and 1984, and Public

F ... ~Officers - (Special Provisons) -Decree ‘No:17 of 1984
=~ < which - enables Government ' retire cmi servants in
sz 1d'public interest?;

L o(viii):! Inadequate -working: facilities: :and ‘tools, poor office
aril ot :,jraccomodation;gtc;';%aw cefifiutng 1o BuEs i- ZE;

(ix) Poor merit system. = inadequate reward-for-hardwork
L oinun-and excellence; the: Service tends to lay more emphasis
on discipline and sanctions-than on merit: and reward,
e i(x)os Insufficient recognitionof ‘the contribution of civil
servants in the award of National Honours;

(xi). . Discriminatory treatment-of retired civil servants in the
appointments to Boards of Parastatals and State-owned
companies; | -

(xii) Discriminatory treatment against dismissed  Civl
servants whose cases have not been re-examined,
unlike their counterparts in the Military whose cases
have been reviewed and their ranks restored;

(xiii) Delays in promotion; "y

(xiv) Inadequate and sometimes non-existent o recreation

facilities;
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18.4

(xv) Supersession by people from outside who do not

necessarily have superior qualification, experience or
ability;
(xvi) Wrong and at times non-deployment of officers arising
from merger and demerger of ministries;

All these factors have cumulative and negative effects on the
morale of civil servants.

The Panel notes that suggestions and recommendations on
how to solve some of these problems have been made
elsewhere in this Report. For example, the very important

issue of inadequate remuneration in the Civil Service is

examined in Chapter 20.

Recommendations

()  Job-security should be restored in the the Civil Service;
normal disciplinary procedures should be followed in
dealing with erring staff.

(i)  Decree 17 of 1984 which empowers government to
retire civil servants arbitrarily should be abrogated.

(i)  Basic facilities like stationery, telephones, typewriters,
photocopiers, etc should be made available to enable

staff perform their duties enthusiastically and efficiently;

(iv) Adequate staff buses should be provided.
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(V) Deserving civil servants should be given national

3 honours like their counterparts in the military, and the

private sector.

(vi) Merit awards should be instituted for long serving_and

S . outstanding civil servants.

(viiy The comprehensive civii Service Club under

" construction in Abuja should be speedily completed

while facilities for the club in Lagos should be improved.

| (viii) There should be upward review of housing loans and

motor vehicle advances in view of the high rate of

inflation in the country.
(ix) The current suspension placed on promotion in the Civil

Service should be lifted.
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CHAPTER 19

CORRUPTION AND ABUSE O
) ABU FO
IN THE CIVIL SERVICE e

Corruption has become widespread and prevalent in the Ciyil
Service over the past few decades. In the last decade tl: I,
phenomenon has grown in intensity. The cankerworm’h e
almost become institutionalised in the Public Service in t:s
last few years. But it must be borne in'mind that corruption :
the Service is an extension of the decadence in the larger
society. Alongside corruption are other forms of indisciplin
such as wisuse of position of authority, absenteeism, etc e
C.orruption and abuse of office manifest themselves in vari-
ways including: N

() ~ demanding and accepting gratification for w
done in official capacity; -
(i)  over-invoicing and inflation of contracts;
(i) falsification of documents: '
(iv) nepotism in the conduct of public affairs:
v ' ’
(v) flagrant disrespect for laid down rule
regulations; | g
(vi) deliberate del.
ay of action for the
purpose of
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[he social, economic and po|itical consequences of corruption

on the nation are incalculable. In the society today there is

widespread insecurity to life and
political crisis, etc jeading to loss

property, all forms of

impropriety, mistrust, es of
nt and the nation. In

s of Naira, both to the Govemnme!

s led to low morale and indiscipline.

billion

the Civil Service, it ha
This situation has placed the civil servant in a dilemma of

choosing whether t0 identify with the present culture of

corruption and abuse of office or 10 accept the tradition of

honesty, hardwork and respect for rules and regulations.

Corruption and abuse of office in the Civil Service are

attributable to some of these factors. -

0] insecurity of tenuré and means of livelihood

during and after service;
(i) corrupt environment under which the civil servant

works;
rvants vis-a-vis

(i) inadequate remuneration of civil se

their counterparts in other sectors in the face of

galloping inflation;
(iv) absence of lack of political will to enforce

sanctions against offenders;
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v
(v) lack of exemplary leadership;

5 I

n
's

a‘

U - he

Panel notes with
concern that past
efforts in this re
gard were

either short-lived
| or lacked strong political will to see th
effective conclusion. v

Recommendations

() Governm
en
t should embark on a commit
ment to

eradicate co i
Muption both in Public Service and i
in the

larger society.

(i) Go
vernment leaders shcould lead by e
Xample.

(i) Re instituti
levant institutions like the Publi
ic  Complaint
S

di -
them discharge their duties effectively

(iv) Political
office
holders and other public function
aries

sh U
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ernment
regulations guiding the conduct of gove

business. -
hould be applied to those found to

Strict sanctions S '
- hey should be

have engaged in corrupt practices and t

publicly exposed. g >
enric
(vi) Public functionaries found to have corruptly
i to any
themselves in the past should not be appointed y
r fraternised with by Govemnment.

ce should be sufficiently

public post O
(vii) Remuneration in the Civil Servi

attractive to discourage corruption.
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CHAPTER 20

STAFF REMUNERATION

Civil Service Compensation Package

The Civil Service staff compensaticn package is a broad term
which includes an extensive range of staff benefits and
entitlements inciuding the following:

(i)  Salaries;

(i)  Basic allowénce;, such as housing, transport,
meal subsidy/entertainment and Qtility
allowances;‘

(i)  Other fringe benefits in cash or kind.

Staff compensation is a very important factor in fhe motivation
of every employee if he is to perform effectively and honestly.
The Panel found that the salaries and allowances of civil
servants are very poor in relation to the ever-rising cost of
living and the amount required for reasonable sustenance.
Also, the income differential between the civil servants and
their counterparts in the private sector has widened
considerably since the mid-1970s when the Udoji Commission
tried to bridge the gap. In fact, the pay levels of the Civi

Service and those of the private sector are, at present

150



arable. Evidence avai\éble to the Panel shows that the 205

incomp
Interim Measure

gap in salaries between the public and the private sectors is

In order t i
o alleviate the present economic hardshi
Ip being

300 - 500 %. If the allowances and other perquisites are
suffered by civil servants, and to reduce the
gap between

included, the dillerential would be much wider. -
them i
and their counterparts in the other sect
rs, a substantial

Another striking manifestation of the poor income levels of the
upward i ;
P review of the salaries and allowances ir
in the Civil

Civii Service is the gap between civil servants and personne|
Service is needed
urgently. Such an i
increase, which shi
* should

of some other Government agencies such as the NNPC,
be effect ithi
, ed within 1995, should be done quietly and
nd without

NITEL, Central gank of Nigeria, Nigeria Deposit insurance
publicity. Later, a disc
. reet but comprehensi
e

Corporation and ®he Bureau of Public Enterprises.  For
compensati ,
nsation package inthe Service shoul
ould be carried out b
y

e. the least paid staff of the Central Bank earns higher

exampl
Governme
nt. Th
ese measures, the Panel believes wil
, will go a

than a GLA13 officer in the Civil Service. Also, the pay :
long way in restori
' toring the morale o
I f civil
servants.

i

of that of his equivalent in the NNPC.

1
|
Director in the Civil Service i only about 20 % '1
% themselves for greate i
| r service to the nation.

Arising from the above. the Panel came to the conclusion that
The Panel is convi
onvinced that with the rationalisation of
of public

the civil servants are the most disadvantaged and depressed
expenditure
and the resultant savings, Govern
! ment can affi
ord

wage earners in the economy. There is NO doubt that the

appallingly low level of remuneration of civil servants is the the substantial increases in salaries and allow

major factor which has led 1o the low level of morale. recommended for civil servants et

dedication to duty and productivity in the Civil Service. it is ' State and Local
ts to put in honest.

the view of the panel that for civil servan
ice. they should at least be paid 2

<

if they can re- [
order their priorities and reduce
areas of

efficient and effective serv
waste.

fair and living wage.
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nel notes that one of the major items which consumes
the salaries of ciil servants is children’s education. It is
observed that most other organisations in both the public and
private sectors now provide for education allowance Or
. subsidised staff schools. ltis recommended that education
'~ allowance be introduced as an item in the pay package of civil
servants.
Future Pay Review Policy
The Panel found that one of the reasons why the pay of civil
servants has lagged pehind the cost of living index and has
lost the old relativities between it and those of the other
sectors 1s that it is not adjusted to the rate of inflation. The
Panel notes further that since the Udoji Report of 1974, there
has been no major review of salaries and fringe benefits in
the Cwil Service The Panel nowever notes that there have
been some adjustments over the years but these have been
irregular They were mere relief packages meant tO
ameliorate short-term effects of certain government economic

policy measures. These adjustments, taken as a whole, have
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not had any significant effect on the deteriorating living

20.9

conditions of civil servants in the face of ever galloping
inflation. This situation differs from the practice in the private
sector which increases its salaries and wages much more |
frequently but quietly.

Borrowing from the practice in the private sector and some
other countries, therefore, the Panel recommends that there
should be annual adjustment of the salaries of civil servants
to accord with the rise in general cost of living. Such
adjustments should be quietly done as a matter of routine.
This system will minimise the announcement effect on prices
which occasional reviews had created in the past. It should
be the responsibility of the Salaries and Wages Commission

to carry out such review, in consultation with relevant offices
of Government.

Recommendations.

() Salaries and allowances of civil servants should be
substantially reviewed upwards within 1995 as an
interim measure, pending a comprehensive review later.
Such an increase should be done quietly and without
publicity.

(i)  Education Allowance should be introduced as an item
in the pay package of civil servants.

(i)  Civil Service salaries and allowances should be

adjusted annually to accord with inflation in th
economy. i
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CHAPTER 21

SHIP BETWEEN PARASTATALS AND STATE-OWNED

PANIES AND THEIR SUPERVISING MINISTRIES

Relationship

The Panel recalls that there is a document called

"Administrative  Guidelines Regulating the Relationship

between the Parastatals and Gavernment-owned Companies

and the Government' governing the relationship between

Ministries and the Parastatals and State-owned Companies

under therr supervision. In aadition. some sections in the

"Guidelines of Administrative Procedure of the Federal
Government" deal with the proper relationship between
Ministries and Parastatals. The major provisions of these

documents include:

(i) The Ministry is -responsible for broad policy
matters and should not interfere in the day-to-day
management of the Parastatals.

(i) The Chairman and members of the Board are‘
part-time appointees. They should not assume
ful-time and executive functions. Houses and

vehicles should not be allocated to them on a

155

(iii)

21.2

permanent basis Such facilities should only be
provided during meetings.

oy :
Estabiishment mfatters such as recruitment
nt,

discipline and administrative procedures should
u
be in accordance with the law setting up each

parastatal or company.

The Panel observed with concem that the provisions of th
ese

guidelines are often disregarded Examples of the viog| ti
ations

mélude

(i)

(ii)

There are instances

where Ministers have

virtually taken over the running of some
Parastatals by dictaurjg to the management day-
to-day decisions which should normally be left to
them. There are also reported cases of Ministers
prevailing on the Management to recruit favoured
persons whether or not they were qualified or
needed.

Abuse of official privilege is @ common practice in
the relationship of Ministries and Parastatals
Ministries often see Parastatals as avenues to

Ci »
ircumvent the more rigid provisions of the Civil
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CHAPTER 21

) BETWEEN PARASTATALS AND STATE-OWNED
IES AND THEIR SUPERVISING MINISTRIES

elationship

he Panel recalls that there is a document called

ndministrative  Guidelines  Regulating the Relationship

etween the Parastatals and Gavernment-owned Companies

nd the Government' governing the relationship between

Ninistries and the Parastatals and State-owned Companies

inder their supervision In addition, some sections in the

'Guidelines of Administrative Procedure of the Federal
Government" deal with the proper relationship betwee'n
Ministries and Parastatals. The major provisions of these
documents include:

(1) The Ministry is responsible for broad policy
matters and should not interfere in the day-to-day
management of the Parastatals.

(i) The Chairman and members of the Board aré
part-time appointees. They should not assume
ful-time and executive functions. Houses and

vehicles should not be allocated to them on a

155
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e
%
fr o n

FE ;?

permanent basis Such facilities should only be
provided during meetings.

(i) ~ Establishment rifatters such as recruitment
nt,

discipline and administrative procedures should
be in accordance with the law setting up each
parastatal or company.
The Panel observed with concem that the provisions of these
guidelines are often disregarded Examples of the violatio
InClude =
(i) There are instances where Ministers have
virtually taken over the running  of some
Parastatals by diCIatin—g to the management day-
to-day decisions which should normally be left to
them. There are also reported cases of Ministers
prevailing on the Management to recruit favoured
persons whether or not they were qualified or
needed.
(i) Abuse of official privilege is @ common practice in
the relationship of Ministries and Parastatals

Ministries often see Parastatals as avenues to

i -
ircumvent the more rigid provisions of the Civi
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Service, especially with respect to financial
matters. For example, many Parastatals maintain
permanent Guest Houses and fleets of cars for
ese are detrimental to the financial

Ministers. Th

viability of such organisatons.
21.5

(iii) Ministries often contribute to the financial stress

of the parastaials by viring their subventions into

unreliated expenditure items in the Ministry.

(iv) Some Chairmen of Boards of Parastatals see
themselves as Executive Chairmen contrary to

the provisions and intent of the |law establishing

m. In such mistaken roles, they Vvi
ning of the affairs of the

the rtually take

over the day-to-day run
parastatals to the detriment of such institutions.

nel believes that if the cbjectives and intentions of |

The Pal
parastatals are 1o be realis

Government in setting up ed the

st be adhered 10. ¥
B

¢
guidelines on their management and the relationship between g

them and the Ministries mu

Tnhe practice of some Ministers serving as Chairmen of
owned companies under them,

Parastatals and Government-
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has been found to lead to gross abuses. The ch

balances which should exist between the Minij S
parastatals are {ost in this arrangement. The p istry and the
recommends that this practice be discouraged anel therefore

Duplication of Functions

The Panel al
SO observed that there are inst
stances of

and certai
n parastatals under their supervisio
n. There are

also many cases of such duplications among i
parastatals. The result is that there are conflicts e
in the operations of Government. The probl - w'aStes
addressed. in the rationalisation of Ministries and R
which will follow this Report. g
Contract Leasing
The Panel examined the poliéy of contract leasi
.Govemment enterprises, as enunciated by the Head s:‘ng :
in his 1995 budget speech. The centra| objective isof '
lessee to manage the leased assets profitably to th ey
benefits of Government, the lessee and the consumirmu':a'
| . e

lessee’s techni
ica
| competence and capacity to m
anage and

mnd 2
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f the Panel that for the leasing arrangement to be s.ccessful,

he contract managers should be given a free hand to

manage the enterprises, subject only to the terms of the
\

contract. There should be no interference by the Ministries in

the management of such leased enterprises.

Recommendations

0] The guidelines on the relationship between Ministries
and Parastatals, _and other relevant provisions should
be strictly adhered to.

(i)  Ministers should not function @S Chairmen of
Parastatals or Govemment-owned Companies.

enterprises should

(iiiy The leasing of Government

emphasise profitability and the lessees should be given

free hand to manage the enterprises.

(iv) The choice of lessees should emphasise technical

competence and ability to manage and fund the

operations of the enterprises.
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CHAPTER 22

OTHER MATTERS

Working Tools and Facilities

One faqOr which militates against efficiency and enthusiasm
in the Civil Service is the gross inadequacy of working tool
and facilities in the offices. Items which are usuall 'g ools
supply  include Ak

stationery, typewriters,

- photocopiers,
e
phones and transport. A major cause of this inadequat
. . . equ e
provision is shortage of funds, but in many cas
| es wrong
priority in the use of avai
ailabale funds s
responsibie.
However, in many cases even where funds are available, poor :
financial and suppli %
pplies management could
, be responsi
| ible for
the failure to provide th iliti
e facilities as and wh
en required. Th
Pane -
| recommends that adequate funds be regularly all
ocated
for isi i
the provision of basic office tools and facilities. |
. It also
f
ecommends that the financial and supplies man
agement

system- in Ministries be i
improved so that the i
provision and

mai .
ntenance of the office facilities are assured all the tj
’ e time.
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s ™

iMaintenam:e and Cleaning of Offices

The Panel observed that the standards of maintenance and

!
cleanliness of Govemnment offices and equipment have

declined over the years. Conditions like dusty walls and

~ windows, junks on corridors and offices, leaking roofs, broken-
down lifts and air-conditioners, filthy and leaking toilets, bushy
surroundings, etc are common sights in Government offices.
This situation has created considerable inconvenience to the
staff and visitors alike. It equally reflects a poor corporate

image for Government agencies as lacking aesthetic

values.
With- regard to the maintenance of equipment, Ministries
should enter into maintenance agreement with reputable

dealers for effective, regular and qualitative service. In the
it is recommended that

should set up

case of general cleanliness,

Ministries/Extra-Ministerial Departments

performance standards for all cleaning jobs which should be
and regularly monitored by

effectively  supervised

management. In addition, cleaning firms should be employed

for large areas like the Federal Secretariats.

1225

;
§2z.e

This will be §

£

more efficient than saddling Government with an army of §.

cleaners.
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Housing

Housing is an important' welfare matter. It has become more
critical since the last decade when civil servants can no longe!
afford to build or rent houses befitting their status withou
substantial Government assistanice. Govemnment's effort ir
providing housing has taken the following forms:
(a) provision of quarters;
(b)  rent subsidy; and
(©) housing loan.
The Panel notes that these efforts have not sufficiently
addressed the oroblem.
Another dimension to the housing problem is the increasing
allocation of quarters meant for civil servants to other public
servants who have their own housing schemes. This reduces
the stock of houses available 1o civil servants and this
demoralises them.
The Panel also examined the problem of staff housing for civil
servants in Abuja. As large number of civil servants move to

th i
e new Federal Capital, there is great demand for residential

accommodation. The responsibility of Govemment in this

regard is compelling as civil servants canhardly affard fo rent
v m
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- r a
' private houses. Government could choose one O

combination of the following methods to deal with this

. problem:

@ build residential quarters for civil servants;

(iiy  buy already-built houses and allocate as quarters;

(iiiy rent private\y-owned houses for use as quarters;

(iv) allocate land to civil servants and provide them

ild their own houses.

! housing loan to bu
[ ends
l The Panel examined the above methods and recomm

‘ that Government should, as matter of urgency, puild quarters

. i) %
for civil servants in Abuja while providing a scheme for th |

wn their own houses.

allocation of land and loan to them to O &

House ownership

I'§
The Panel identified hous 3

e. ownership scheme for civil =
]

i ices.
E cervants as one of the most important welfare services. ¢

Every civil servant should be enc

his own on retirement. However, the Panel observ

: . - . e
| recent times, due to the high cost of building and inadequat
ts havé

funding of the staff housing scheme, many civil servan

ation.
been retiring into hardly affordable rented accommod on-3
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ouraged to own a house of :

ed that in | '

22.9

22.10

This has contributed to the untimely death of some retired
officers. It is also one of the major causes of demoralisation
among serving officers.

One of the inadequacies of the present housing scheme is the
low amount given to civil servants as loans which is currently
a maximum of N200,000. Another limitation is that the
allocation to the staff housing scheme, which also serves
members of the Armed Forces and the Poiice, is insufficient
to cater for the large number of applicants. The Panel
therefore recommends that the current housing loan be
reviéwed substantially upwards to enable officers own modest
houses.

Free Medical Care

Free medicare for civil servants and their families is a&—

condition of service. However, the Panel observed that the
existing facilities in government hospitals are inadequate
thereby compelling civil servants to obtain treatment outside
the government hospitals. There is the problem of refund of
medical expenses even .when it is made in government
hospitals. At present the Ministry of Health gives the approval

for individual Ministries to pay. The Panel was informed that
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ouraged from making their claims.

he Panel recommends that Ministries should be ailowed to
cess and refund medical claims of individual officers
ubject to an annual limit beyond which further claims should
referred to the Ministry of Heaith for approval.

ecommendations

) Basic working tools and facilities should be adequately
provided to enhance efficiency in the Civil Service.
i_i) Ministries should enter into agreement with reputable
dealers for the maintenance of their office equipment.
(i) The cleaning of government offices should be
effectively supervised and monitored.
(iv) Cleaning firms should be employed for cleaning large

areas like the Federal Secretariats.

(v) The allocation of quarters meant for civil servants to

other public servants who have their own housing
schemes should be discouraged.
(vi) As a matter of urgency Government should ' provide

quarters for civil servants in Abyja.
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to the cumbersome process, civii servants are

A s e
D o ) e R S B ERTLEe

(vii)

(viii)

(ix)

Government should provide a scheme for the allocation
of land and loans to civil servants in Abuja to own their
own houses.

The housing loan entitlement of civil servants should be
increased substantially and fund allocation to the staff

houSing scheme should be increased.

Ministries should be allowed te process and refund

. Mmedical claims of individual officers, subject to an

annual limit beyond which further claims should be

referred to the Ministry of Health for approval
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CHAPTER 23

COAr 1=~ ==

\TION_OF THE REFORMS TO STATE
OCAL GOVERNMENT SERVICES

the application of its

Panel deliberated On

mmendations to State and Local Governments. it recalls

the provisions of the Reforms were made mandatory to

es, and that the consequences have been largely the

e as in the Federal Service, namely, politicised Service,

5 of financial accountability, ploated Service, loss of

rienced officers through early retirement, etc.

Panel believes that in a federal system of govemment,

wholesale application of Federal Civil Service structure to

gte and Local Governments is inappropriate. Such a

ice negates the principle of federalism because, apart

their constitutional autonomy, States differ in size,

rces, priorities, etc. There should therefore be no need

p impose uniform standards on their services. The State and

| Governments should therefore be left free to determine

at provisions of this Report they would want to adopt or

apt, as the case may be.
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23.3

With particular reference to Local Governments, the Panel
received representations with respect to the practice of
bringing unelected persons as Supervisory Counciliors to
man key Local Government departments such as Education
Health, W?rks and Agric'iture. It also received complaints on
the appointment of non-career officers as Secretaries to Local
Governments. The reason adduced for this practice is
alignment with the presidential system of government. Even
in the United States, the presidential pattern is not imposed
on the local government system hook, line and sinker. The
Panel is of the opinion that this whole-sale application of the
presidential system to Local Governments is unnecessary and

wasteful.

Recommendation

provisions of this Report should not be made mandatory

on State and Local Governments. Rather, State and Local
Govemments should be free to adopt or adapt any of th

e

provisions of this Report, as they may deem suitable
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CHAPTER 24

IMP NTATION

t development of the Nigerian Civil Service has witnessed

pany reforms as shown in Chapter 3 of this Report. These

orms were of course, responses to changing circumstances
duced by the political and other changes in the country.

close examination of the various reforms indicates that for
e most part, they seriously addressed the problems of the
Limes. However, the major problem of the previous reforms
had been that of effective implementation which had been
found to be either selective or haphazard. This is true even

for seemingly major reforms with far-reaching

,Erecommendations like the Pubic Service Review Commission
l

(Udoji Report) of 1974 where in the main, undue emphasis

was placed on the grading and salaries aspects.

“In the light of the foregoing and given the significance of this
3‘ Panel's assignment, it is important that the basic
‘ requirements for a successful implementation of this Report
' be addressed. Some of these are:

i. (i) Will and commitment of the competent authorities;

f'(ii) Proper establishment of an effective structure for the

management of change;
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24.5

(iii) Existence of execufive capacity for implementation;
(iv) Provision- of necessary facilities.

Implementation Committee

it is generally believed that |t is only when a Report has been
effectively implemented that it can be regarded as successful.
In this regard, the Panel recommends that an implementation -
Committee be set up to implement the recommendations as
may be approved by the Government. Members should be
drawn from among serving and retired public servants with
relevant expertise and experience. The Committee should
have a Secretariat in the Presidency. The Committee should
be well funded and be given adequate authority to enforce the
approved recommendations.

In order to obtain good results, the Panel recommends that
the. implementation. of the accepted recommendations of the
Report should be completed within a period of two years.
Guideiines on the implementation of the recommendations
should be followed by inspection visits. Seminars and
workshop should be organised at all-levels of Government
and in ‘Ministries. and Extra-Ministerial - Departments to
@u&ht all concermned with the basic tenets and philosophies
of the recommendations.
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(i)

pedes

L;carrying

*ou\d liasise closely W

epartment 0

out its assignment, the lmplementation Committee

ith the Management Services

f the Office of Establishments and Management

jervices.

kecommendations

An |mplementation Committee should be instituted in

the Presidency to implement the accepted

recommendations of this Report within a period of two

years.

The Implemention Committee should be well funded

and staffed and should be given enough authority to

enforce the accepted recommendations.

17
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CHAPTER 25

SUMMARY OF RECOMMENDATIONS

Legal Framework

The Civil Service is an organic institution which is expected t
respond with speed and sensitivity to changing policies and events0
To fix its operation by law as Decree 43 of 1988 did is to put it i '
straightjacket and unduly constrict its responses. The mana 2
of the Civil Service should therefore be guided by the iel;r\‘::t
provisions in the Constitution, the Civil Service Rules, the Fina

; ncial

Regulations and Circulars.

Structure of the Ministry

In order to make for effective and economic management of the
Civil Service, Ministries and Extra-Ministerial Departments should b
structured according to their objectives, functions and sizes an.d n e
according to a uniform pattern. As a guide, however, a Minist:/t
could have between 2 and © Departments, one of which should be

th
e Department of Administration and Finance
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ister

ister should continue to be the Head of the Ministry and

e for its general direction and control but he

 pe responsibl
| not be the Accounting Officer. Th
nting Officer and considering th

is is because by the nature

y duty of an Accou e recent

°

t who is conversant W

of the system, the role is better assigned to a career civil

ith the Civil Service Rules and Financial -

Such a civil servant can be penalized for financial

}lations.
alled even after retirement, to account

E:arities and could be rec
Service. Though the

¥ impropriety commrtted while in the

led Decree required the Minister as the Accounting Officer t0

uided by the Financial Regulations and held him responsible for

R R T

yﬁnancxal irregularity, this was not complied with in practice. In

me cases, familiarity with the Civil Service Rules and Financial

bgulatlons was absent.

nt Secretary. should keep the Minister fully informed of

ie Permane
Ima;or activities in the Minigry.

r: the smooth running of the Ministry, it is essential to maintain

armonious working relation

:!ermanent Secretary.

ship between the Minister and the

10.

11.

12.

‘_ separate Office under the President
Constitution. |

The Permanent Secretary

The title o
f Permanent- Secretary should be restored. The new tit
will avoid the present c i | j
t esent confusion between i
the Directors-G
23 -General of
Ministries
and those of some Parastatals and Agencies. Also tt
| . Also tk
titte of Permanent Se i :
cretary is associated wi
with the Civil Service i
its best years. :
The Permanent Se
cretary should be the A
ccounting Office
Ministry. g i
The Pe
rmanent Secretary should be a career officer and sh
T and shoud
ordinaril i
y be appointed by the President from among servi
ing senisr
officer: ivi i
s of the Civil Service on the advice of the Head of Servi
| , ervice, in
consulta i ,
tion with the Secretary to the Government and the Fed
) e Fede
Civil Service Commission. :
There ‘
should be only one Permanent Secretary in a Mi
i ; inistry.
The civil servi
ice head of an Extra-Ministerial Department should
. uld nst
be designated Permanent Secretary

The co [

ncept of Director-General as Deputy Mini
apply to Permanent Secretaries. ci
The Post of Head of the Civil Service

| :

as provided for in tie
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to the Federal Civil Service, at the entry grades, 29.  The Civil Service Commission should take decisions eXpegj, l
ent into the ; oy,
’ i recommendations for promotion from Ministries/Extra.p:, .
‘ b ‘merit and federal character, on S Minig
e based on a combination of ey
i Departments.
er progression should be based normally on merit. P
sferred into the Federal Civil Service from the 30. The maturity periods for promotion of staff should be ravi oweg
being transie . s
and other- agencies should be placéd on the grade they follows:
ormally have been had they joined the Federal Civil Service (a) GL.O1to 13 - 2 years
| (b) GlL14 to 17 - 3 years.
rst instance.
! in the 31. Provision should be made for accelerated promotion.
i dule of promotion powers I
owing should be the sche
32. The foilowing should be the schedule of disciplinary FOwers
3 .
a . i
Ministerial Department; | Department:
(by GL.O7to 13 by the Ministry/Extra—Ministerial (b) GL. 1410 17 - by the Civil Service Co“"‘is‘iqq
) Ol i . | Sion,
Department or the relevant . 33 Acting appointments should be extended to positions eiq, GL 1
| ‘.
Staff pool; ~ 34. The staff Annual Performance Evaluation Report shoulq je Chan §
' 1 ‘ (a
l(c) GL.14 to 17 - by Ministry/Extra-Ministerial to the Confidential System and the forms redesigned acc,, fingpy
L Department or the relevant © 35. A skilled and experienced officer of sufficient seniorty Seug be
B [
Pool, subject to ratification by l appointed in each Ministry to handle industrial relations Natere
o i ission. ‘3 36. The present Personnel Assistant, Accounts Assist .
the Civil Service Commission 1 p i istant a"dseoeta.ial
% Assistant cadres should revert to their old nomenclatureg

Staff exchangz between the Civil Service and other estars ¢
S of g

economy should be encouraged.
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L&ol System

ﬁol system should be restored for those professional and sub-
§ional cadres that commenly exist in Ministries.
into the professional cadres in the Pools should begin at

while that of the sub-professional cadres should begin at

Eés of stagnation and supersession arising from the abolition

pool system should be identified and officers who have been

ty affected could be advanced notionally.

officers should be posted to the Ministry of Justice, Office of
.ccountant-GeneraI, Office of the Auditor-General, Board of

Revenue, etc. to perform related common services functions.

) of the Federal Clvil Service Commission
Federal Civil Service Commission should be reéponsibie for:
- (@) Recruitment of officers on GL.07 - 17, after consultation

Ministries/Extra-Ministerial

with the relevant
Departments and Staff Pools:

(b) Ratification of promotions by Ministries/Extra-Ministerial
Departments and Pools, for officers on GL.14 - 17,

(c) Discipline of all officers on GL.14 - 17.
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45.

46

47

48

49

50

The Commission should be represented

iIn the Senior Saf

Committees of Ministries. ‘

The Commission shogld serve as an appellate body on matters o
appointment, prometion and discipline.
The Commission should update, issue and circulate "Notes ‘o
Guidance" regularly. |
The Chairman and members of the Commission should be

appointed from among persons of high integrity and maturity

Training and Staff Development

The existing provision that 10% of total annual personie
soni

emoluments be set aside for training should continue.
The 10% of total personnel emoluments for training should be
shared 50:50 between each Ministry and the Office of the Head o
Service which will coordinate the centralised training programmes
Foreign technical assistance programmes should be encouragsc
and well co-ordinated to supplement local courses and the lear

training vote

A Senior Management Course should be introduced for all off
icers

who are expected to attend

it before entering the serio

management category on GL. 14




FE

(f

i‘te funds should be made available to training institutions ke

Federal Training Centres, Schools of Radiography

_etc to enable them improve their facilities.

ave without pay should be restored as a way of encouraging
3 to improve themselves to render valuable service.

lentre for Democratic Studies should be scrapped and the
s, including other facilities, converted to a Civil Service

e for the training and retraining of middle level and senior

gers.

ance Evaluation and Organisational Review of Ministries

ies/Extra-Ministerial Departments should cultivate the practice
ing targets for themselves, ther departments. other sub-

bns and individual staff, based on the annual budget. and

E
patmg performance thereafter.

|
meustry/Extra Ministerial Department should submit an annual

h of its activities to the Presidency within six months of the end

e year

_}Management Services Department should be consulted by

Fries/Extra-Mimsterial Departments in any major review of their

?ﬂsational structure operational methods and mahning levels.

sl

58.

59.

60.

B61.

- 62.

63.

Operational Methods, Procedures and Manuals

Rules and Regulations in Government should be made unequivocal
and fim, and sanctions should be applied against violators.

Only confidential and secret information should be so classified and
their release should be in an organised manner.

Information should be provided to the people on time but without
prejudice to national security.

Delegation of duties should be cbserved in the Civii Service as a

matter of practice.

The problem of delays in decisions and actions should be redresseq

by training in time management, review of procedures setting of

standard time for work and delegation of duties.

Obsolete and inefficient office procedures in the Civil Service should
be periodically indentified and reviewed.

The operational manuals and information ,documents of the Civj
Service, especially the Civil Service Rules and the Financigj
Regulations, should be reviewed and made available regularly.
The Federal Government Press should be reorganised ang

revamped.

Retirement, Pension and Gratuity

Th 13 .
e retirement age in the Civil Service should be 60 years
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éctwe of the length of service.

should be no retirement of civil servants without following the
lown disciplinary procedure.

public Officers (Special Provisions) Decree No. 17 of 1984

Id be abrogated.
jons should continue to be reviewed upwards immediately
ies and allowances are reviewed.

ise the pension rates

emment should speed up action to harmoni

ose who retired before 1991 and those who retired since 1991.

er the Contributory Pension Scheme, the officer should

htﬁbute 5% while Government contributes 7.5%. The proposed

hmmmw Rension Scheme should be properly managed under

PTr_ustee Investments Act.

ds Allocation and Budget Committee should be established in

and Extra-Ministerial Department and its

very Ministry
QOOmmendatlons should be subject to the approval of the Minister.

GL.14

Jowers to approve expenditure should be devolved down t0

fficers and head of outstations.

?’enders procedures should be followed strictly in the award of

‘.5 183
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74.

75.

76.

5l

78.

79.

80.

817,

82.

83.

The Annual Reports of the Accountant-General and the Auditor-
General should be published within the stipulated periods.

The Public Accounts. Committee should be reconstituted urgentl
and kept functional always. :
Financial accountability in the Service should be enhanced through
the strict observance of financial rules and regulations.
Value-for-Money Audit-and Revenue Audit should be added to-the
duties of the Auditor-General but oniy after a careful study.
Morale_in the Civil ice °

Job security should be restored in the Civil Service and normal
disciplinary procedures should be followed in dealihg with erring
staff: |

Basic facilities like stationery, telephones, typewriters, photocopiers
etc. should be made available to enabie staff perform their duties
enthusiastically and efficiently.

Adequate staff buses should be provided for civil servants
Deserving civil servants shouid be given national honours like their:
counterparts in the Military and the private- sector.

Merit awards should be instituted for long-serving and outstanding

civil sevants.

T ; . ‘
he comprehensive Civil Service Club under construction in Abuj
uja
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be spesdily ‘completed while facilties for the club in Lagos
be improved: =~
shoufd: be an upward review of housing loans and motor

 advances inview of the high rate of inflation in the country.

rent suspensior placed on promotion in the Cwil Service

nment=shouf- embark -om & cammitment to eradicate
stion: both-irr the: Publig Service and! im the: larger saciety
mment-leadersshiouid) lead by exampie.

ant: igstitutions: like Public Complaints Commissiorm, the Cede:
snduct Bureau; -Code of Conduct Tribunal, etc should be
gthened - to: enable them perform their duties effectively.

cal office: holders: and offer public functionaries shauld: be
B. ;to adhere: strictly to' the- rules and regulations: guiding the
uct of government business:!

¢ sanctions: should be ‘appliedt against those found to have
}gest in corrupt: practices afe they shauld be publicy. expased
iic functionaries found to-have émru'ptiy enriched themselves in
i)astsheuid not be appointed to- ary past or fratermised with: oy
smment
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92.

g3.

95.

97.

98.

Remuneration in the inil Service should be made sufficiently
attractive to discourage(éorruption. '

Staff Remuneration

Salaries and allowances of civil servanis should be substantially
reviewed upwards within 1995 as an interim measure, pending a
comprehensive review later. Such an increase should be done
quietly and without publicity.

Education Allowance should be introduced__ as an item in the pay
package of civil servants.

Civil Service Salaries and Allowances should be adjusted annually
to accord with inflation in the economy: [

=g

The guidelines on the relationship ;between Ministries and the

Parastatals .and other relevant provisions should be strictly adhered
to.

Ministers should not function as Chairmen of Parastatals or
government-owned Companies.

The leasing of government enterprises should emphasise profitability
and the lessees should be given free hand to manage the

enterprises.
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e of lessees should emphasise technical competence and 108.  Ministries
should be allowed to proces
s and refund medical c;
Cal"n
5

manage and fund the operations of the enterprises.

Matters

yorking tools anid facilities should be adequately provided to

e efficiency in the Civil Service.

iment should enter into agreement with reputable dealers for

sintenance of office equipment used in vari

es should be effectively supervised

ous Ministries.
eaning of govemment offic

\onitored.

ing firms should be employed for cleaning large areas like the

ral Secretariats.

llocation of quartefs meant for civil se

ts who have their own housing schemes should be
juraged.

matter of urgency, Govermnment should provide quarters for civil
ants in Abuja.

pmment should provide a scheme for the allocation of land and

s to civil servants in Abuja to own their own houses.

- Housing loan entitiement of civil servants should be increased

stantially and the fund allocation to the staff housing steme

pld be increased.

|
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rvants to other public

1089

110.

111.

of individual officers, subject to an annual limit beyond which fi
claims should be referred to the Ministry of Health for approyy
V).

Application to State and Local Government Services

The provisions of this Report should not be made mandaig
=Y Oh

State and Local Governments. Rather, State and

0cz
| cal
Governments should be free to adopt or adapt any of the proyi;

| ;'cnn
of this Report, as they may deem suitable. ’

implementation

A 3 :
n Implementation Committee should be instituted in the Presjc
. ’ ‘rc‘/
to implement the accepted recommendations of this Reporn it
‘ / i
a period of two years. h
The Implementation Committee should be well funded and g
ifieq

nd sl [ )
and should be given enough authority to enforce the acc,
Speg

recommendations.
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APPENDIX |

[ OF ORGANISATIONS AND PERSONS

WHO §Q\§MITT§Q MEMORANDA

- 10.

E 12

R B i o etk L R e - L

R -

13.
4.

18.

Government
Committee of Federal Directors-General

Federal Ministry of Establishments and

Management Services

Federal Civil Service Cominission
Auditor-General for the Federation
Accountant-General of the Federation
National Planning Commission
National Commission -fof. Women.
Ministry of Federal Capital, Territory
Federal Inland Revenue Service

National Assembly Office

pension and Records Department, Federal
Ministry  Of Establishments and Management
Services

Anambra State Governmeint
Kebbi State Government
Benue State Government

Lagos State Government

189 5

|
|
|
!
1
|
1

16.
17.
18.
19
20.
24,
22.
23.

24.

2

Edo State Government
Niger State Government
Oyo State Government
Delta State Government
Kogi State Government
Osun State Government
Sokoto State Government
Katsina State Government
Imo State Government

Adamawa State Government

Unions and Associations
Association of Retired Secretaries to

Directors-General i
and Auditors-General in Edo and

Delta States.
Association
7 of General and Private Medical
Practitioners of Nigeria. A
Civil Service Technical Workers Union of

Nigeria.
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10.

Jald

12

. 13.

14.

15.

16.

17.

National Association of Nigeria Nurses and
Midwives.

Official Report Staff Cadre, National Assembly.
Association of Government Libraries.
Nigerian Institution  of Surveyors, Kwara State
Branch.

Nigerian Medical Association.

Nigerian Civil Service Union.

National Association of Anti-Corruption  Crusaders
(NAACC).

Quantity Surveyors in the Federal Ministry of
Works and Housing.

Guild of Medical Directors.

Nigeria Union of Local Government Employees.
Association of Dental Technologists of Nigeria.

The Technical Assistant Cadre, Public Building
and Housing Department, Federal WMinistry of
Works and Housing.

National Conference of Nigerian Fire Services Directors.

The Superintendent Cadre of the Federal Ministry of

Works and Housing.
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18’

19;

20.

21

22,

23.

10.

1.

_ Nigeria Union of Civil Service Typists, Stenographic and |

Allied Staff.
Association of Senior Civil Servants of Nigeria.
Association of Senior Civil Servants of Nigeria Ogun

State Branch.

Association of Retired Permanent Secretries of Imo
State

Secretarial Staff in the Feaeral Civil Service
The Enabling Environment Forum
Individuals

Alhaji Aminu Saleh

Chief Gray Longe

Alhaji Adamu Fika

Professor S. 0. Adamu

Mr. A. D. Ayenajeh

Chief A. O. Okafor

Rev. E. O. Omeni

Chief A. E. Howson-Wright

Mrs. M. A. Oni

Mr. S. F. Awe

Mr. C. Ekwugha
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23.

24.
26.
. 28.

29.

P 30.

Mr. J. O: Adesanya

Hon. S. A. Ajisafe

Dr. Bunmi Alegbeleye
Sola Gafari

Mr. J. E. T. lkedianya
Engr. G. A. Adegboyega
Mr. A. Adebayo

Dr. G. O. Orewa

Mr. O. B. Andrew

Dr. K. A. Ojodu

Dr. Stephen O. Olugbemi
Mr. A. A. Amusa

Mr. Kanmi Olaleke

Mrs. E. A. Ogene

Macido Dalhat

Mr. A. A. Braimah

Mr. F. Oyewole Olaseni
Mr. Byron O. O. Anigozie
Mr. Jacob Uma.

Mr. Onyukwu E. Onyukwu

Mr. Gabriel Nnaji
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Dr. Amos A. Olagboye
Mr. G. B. Anibaba

Mr. E. |. Ukpong

Mr. M. A. Adewale

Engr. I G. Anyadiegwu
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APPENDIX 1l

F PERSONS AND UNIONS WHO APPEARED

BEFORE THE PANEL

Chief (Mrs) A. M. Osomo, former Minister
of Establishments and Management Services.

Alhaji Shaibu Kazaure - Chairman, Federal Civil
Service Commission.

VCommittee of Federal Directors-General.

Alhaji Adamu Fika, former Head of Civil Service
of the Federation.

Chief G.P.O. Chikelu, Chairman, National
Salaries and Wages Commission.

Alhaji M. B. Yesufu, Director-General (General Services
Office), The Presidency.

Mr. F. O. Williams, Director-General(Establishments and
Pensions) Office of Establishments and Management
Services

Dr. J.D.A. Makanjuola, Director-General,

Federal Ministry of Health and Social Services.
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10.

11

12

13

14.

15.

16.

1474

18.

19.

Alhaji M. Shitu, Director-General (Establishments and
Management Services) Office of Establishments and
Management Services.

Mr. Ibrahim Salifn, bire'ctor-GeneraI/C!erk Designate,
National Assembly.

Mr. J. C. Asugha, Auditor-General for the Federation.

Mr. O. A. Olusemo, Accountant-General of the
Federation.

Professor Adele Jinadu, Direcior-General,
Administrative Stéff College of Nigeria (ASCON).

Professor Dotun Phillips, Director-General,

Nigerian Institute of Social and’ Economic Research

(NISER).
National Commission for \Women.
Mr. B. O. Q. Ugowe, Director (PR&S), The Presidency.

Alhaji W. M. Kurawa. Director of Personnel, The

Presidency.

Chief A. O. Okafor, Director, Pensions and Records,
Office of Establishments and Management Services.

Macido Dalhat, former Secretary in the Transitional

Council.
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20.

21:

23.

24,
25.
26.
27.
28.

29.

31.

Alhaji Shuaibu Adamu. former Director, F.C.D.A.

Dr. G. O. Orewa, Retired Permanent Secretary, Bendel
State.

Mr. C. Ekwugha, Retired Director of Budget, imo State.
Mr. A. D. Ayenajeh, former Secretary to the Plateau
State Government.

Nigerian Civil Service Technical Workers Union.

Nigerian Union of Local Government Employees.

Nigerian Medical Association.

National Association of Nigerian Nurses and Midwives.

Association of Government Libraries.

Association of Senior Civil Servants of Nigeria.
Nigerian Civil Service Union.

The Enabling Environment Forum.
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APPENDIX il

LIST OF SECRETARIAT STAFF

Alh. M. B. Liman
Mr. J. |. Oboh

Mal. L. A. Tambari
Mr: C. U. Ogbechie
Mr. D. D. Elabi
Alh. T. Sadauki

Mr. A. Nwitte-Eze
Mr. E. Kalu _

Mr. C. Z. Oruruocha
Mr. M. C. Ibewuike
Mr. Y. Haruna

Mr. A. Umar

Mr. |. Yusuf

Alh. S. Umar
Miss. B. Aroyame

Mr. O. Ipaye o

Miss. |. S. Ozor
Mr. U. Dantala

Mr. L. Mkpuma

Mr. M. D. Abubakar
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Asst. Director

Asst. Director

Chief Personnel Officer
Prin. Mgt. Consultant
Prin. Mgt. Consultant
Senior Personnel Officer
Personnel Officer |
Chief Typist

Prin. Sect. Asst.

Senior Protd;m Officer
Acct. Asst.

Personnel Asst.
Personnel Asst.

Personnel Asst.
Catering Asst.
Personnel Asst. .
Sec Asst. ‘
Driver Mechanic
Driver Mechanic
Driver Mechanic




