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Abstract 

The persistence decline in sound and quality of teaching has been the bane of Nigerian universities. This 
paper investigated the effect of Ebonyi State University (EBSU)'s Conditions of Service on the academic 
staff. The paper was a bold attempt to find out the extent to which lecturers' remuneration affect quality 
teaching in EBSU, and; to ascertain how the current assessment and promotion criteria affect the 
performance of lecturers in EBSU. Content analytical technique was used to review secondary literature 
relevant to the study and it was collaborated with oral interview. Frustration-Aggression Theory of 
conflict was adopted as the theoretical framework and findings revealed that: the current monthly salaries 
of EBSU academic staff which are described as meager; stringent appraisal/assessment criteria, among 
others, have negatively affected the efficiency and quality services by EBSU lecturers. The implication is 
that the nation's and/or state's quest for quality education will continue to be a mirage if nothing urgent 
was done. The paper concludes that both the government and EBSU Management have not done much to 
improve the conditions of service for academic staff, and recommended for upward review of lecturers' 
monthly salaries in line with the current economic realities and a review of the current assessment criteria 
in line with the Nigerian environment, among others.

Keywords: Conditions of Service, Academic Staff, Effectiveness, Service Delivery, EBSU, Nigeria.

Introduction

Over the years, it has become customary for employment organizations to provide a set of approved, pre-
determined standards of expected treatments (conditions) including rules and regulations which would 
guide the personnel in the course of performing their duties. These conditions are commonly called, 
“conditions of service or conditions of employment” as the case may be. These “watchdogs” which are 
subject to acceptance or rejection by the would-be employee, to a large extent, affect the nature and 
quality of service delivery or productivity. These set of conditions which are usually in their hard copy 
forms, are supposed to be given to the prospective employee for proper digest before resumption of duty 
to minimize conflict.

For over 30years, the perennial problems facing Nigerian universities have included incessant strikes by 
teaching (academic) and non-teaching staff. The agitations have been for better conditions of service and 
improved infrastructures. The hitherto mutual co-existence and respect for each other's profession 
enjoyed in the 1960s and 1970s has diminished. This in addition to the introduction of differential salary 
scales has created a tendency towards polarization of the university staff markedly into academic/non-
academic staff (Levinson, 2008; Fatunde, 2008; Makanjuola, 2008; and Yusuf, Adebowale, Fagbamigbe, 
Bamgboye and Oyediran, 2010). On the other hand, with increase in knowledge driven economy, the 
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private sector has been seriously competing with institutions of higher learning for manpower.

Consequently, there has been a reduction in the ability of the universities to attract and retain top grading 
students. It has been a recurrent experience to see the relatively poor university salary structure cause 
some of the best candidates from the universities to drift to industries or politics and the universities have 
no option than to recruit or incorporate less brilliant but qualified applicants, most of whom have no real 
interest at their disposal. Furthermore, the passion for choice of lecturing as a career in the university by 
the best/first class graduates in the past has been eroded by the love for money which is now widely 
embraced in the country (Utile, 2008; Ogu, 2008).

It has to be pointed out that, there are clearly spelt out conditions in the following areas for academic staff: 
appointments which include: full time temporary appointment; full time by lateral transfer/Secondment; 
part-time appointment; Adjunct/visiting appointment; parallel appointment; casual/daily paid workers; 
full-time contract appointment; full-time regular appointments. There are also conditions on assessment 
and promotions; salaries and allowances; leave; passage and passport and medical care; accommodation 
advances; retirement benefits; discipline; code of conduct; among others. While these conditions are not 
constitutional laws as they are administrative, they are not in themselves at conflict with the letters of the 
constitution, Yusuf et al (2010).

Also, in contemporary times, the change in career progression among university academic staff has been 
of great concern to the university authorities and faculty members. The reason for this change includes the 
quantity of the graduate recruited, the quantum and quality of the scholarly publications, staff motivation 
and stringent conditions contained in the promotion guidelines. In the past, there were conducive 
teaching/learning atmosphere and favourable attitude to university dons by the government probably 
because of their limited number. Presently, graduates prefer to work in banks, industries and multinational 
oil companies for better remunerations and fulfillments. These organizations entice them with huge salary 
packages and better working conditions, leaving the university community at the mercy of those who are 
academically average or some times, below average (Odetunde, 2004; Ogu, 2008). The aftermath of these 
scenarios includes the reduction in the quality of graduates being produced, Ogu (2008). 

However, there have been limited documentation of these scenarios, hence; this study is an attempt to 
review the conditions of service for academic staff in Ebonyi State University, Abakaliki, with a view to 
determining their impacts on effective and efficient service delivery.

Although conditions of service are meant to guide the conduct of workers and guarantee their welfare, 
they are more often than not, a stumbling block to the exercise of one's personal liberty, a situation that 
impinge on the effectiveness and efficiency of services being delivered by the academic staff in Nigerian 
universities in general and Ebonyi state university in particular. Incessant industrial actions arising from 
remuneration and other conditions of service have being the bane of quality teaching in Nigeria 
universities and EBSU in particular. This is because, what should be the lecturers' monthly pay to make 
them feel adequately compensated in relation to the value of their certificate has, for a long time, been a 
subject of debate. Ebonyi state government for instance, has always believe that, since education is in the 
concurrent list, it can only pay its employees (EBSU Lecturers) according to their ability to pay and that 
the lecturers' services are part of their own sacrifice to the state.

On the contrary however, some sections of the public and lecturers themselves believe that, they should 
be entitled to a better pay in line with the current economic realities. The newly introduced salary 
structure, that is, the Harmonize Tertiary Institution Salary Scale (HATISS) and the recommended 
Consolidated University Academic Salary Structure (CONUASS, for lecturers); have further aggravated 
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the problem as EBSU lecturers since 2009 have cried to no avail for their CONUASS arrears. Successive 
governments' attempts if any, towards finding the lasting solutions to these developments have yielded 
less than proportionate outcome, a situation that has continued to threaten the nation and the state's 
(Ebonyi) quest for standard tertiary education. In view of the foregoing, the following research questions 
guided the study:

(1) To what extent do lecturers' remunerations affect quality teaching in Ebonyi State University?  

(2) How do the current assessment and promotion criteria affect the performance of lecturers in EBSU?

Objectives of the Study

The broad objective of the study was to ascertain how conditions of service for academic staff affect an 
effective service delivery in Ebonyi State University. Specifically, the study sought to:

1. Find out the extent to which lecturers' remuneration affect quality teaching in Ebonyi State 
University.

2. Ascertain how the current assessment and promotion criteria affect the performance of lecturers in 
EBSU.

Topical Issues: A Discourse

Code of Conduct: This is a set of rules outlining the social norms and religious rules and responsibilities 
of, or proper practices for, an individual, party or organization. It helps to set a standard in the workplace 
for the staff/members so that they know what could be expected of them in that environment, (Wikipedia). 
In its 2007 International Good Practice Guidance, “Defining and Developing an Effective Code of 
Conduct for Organizations”, the International Federation of Accountants provided the following working 
definition: principles, values, standards, or rules of behaviours that guide the decisions, procedures and 
systems of an organization in a way that (a) contribute to the welfare of its key stakeholders, and (b) 
respects the rights of all constituents affected by its operations”. A common Code of Conduct is written for 
employees of an organization which protects and informs the said employees of the organizations' 
expectations. In Ebonyi State University, Code of Conduct is an integral part of the conditions of service. 
The following examples of the Code of Conduct for EBSU's Academic Staff will suffix:

i. Conflict of Interest: A staff member shall not allow himself to be in a position where his personal 
interest conflicts with his duties and responsibilities.

ii. Gifts: A staff member shall not demand or receive any property or benefit of any kind for himself or 
any other person on account of anything done or omitted to be done by him in the discharge of his 
official duties.

iii. Multiple Employments: A staff member shall not hold multiple full-time employments and receive 
multiple salaries thereof.

iv. Secret Society: A staff member shall not belong to any secret society or cultic association that uses 
secrete signs, oaths of secrecy, rites and symbols formed to promote a course, the purpose or part 
thereof which is to foster the interest of members and to aid one another under any circumstances 
with regards to merit, fair play or justice, to the detriment of the legitimate interest of non-members.
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v. Abuse of Office: A staff member shall not, in the course of his official duties, do any act prejudicial to 
the interest of any other person.

vi. Disclosure of Confidential Matter: A staff member shall not disclose any unauthorized person, any 
confidential matter which comes to his knowledge in the course of his employment. Other provisions 
like those governing the press, Immoral Consideration, Truth and Honesty, Sale of Unapproved 
Handouts and Books, Relation with fellow and/or Students, declaration of personal interest, are by no 
means exhaustive (EBSU Conditions of Service, 2015).

Specialized services to EBSU's Academic Staff

a. Accommodation: It is stated inter alia in the Ebonyi State University conditions of service (2015) that:

i. When quarters are available, employees of the University from CONUASS 3, i.e. Lecturer II and 
above shall be considered for official quarters.

ii. Where quarters are available, consideration may be given by the housing committee to members of 
staff below CONUASS 3 whose duties require that they live within or near the campus. Such 
members it is stated; shall be required to pay an annual rent as approved by the university from time 
to time.

iii. Furnished residential accommodation shall, where possible, be provided for a member of staff on 
CONUASS 06, i.e. professors.

iv. Senior Staff on CONUASS 05, i.e. Senior Lecturers and below maybe provided university 
owned/rented quarters if available. 

v. Interest-free furniture loan maybe granted to newly appointed staff member. This is to be repaid 
within 3 to 5 years. It is to be noted that all the university housing, including rented ones, remain the 
property of the university at all times, while a senior staff member whose spouse is a senior staff in a 
Government Ministry/Extra Ministerial Department should not be given an accommodation where 
his spouse is given official accommodation. 

However, what is most worrisome as Ndukwe, Nnaji and Nwuzor (2015:83) lamented is that:

In Nigerian universities, for instance, in the College of Agricultural Science (CAS) campus of EBSU, the 
only available staff quarters are dilapidated with almost or complete lack of basic social amenities in 
them. Besides, they are insignificantly few that many staffs are not even aware of their existence let alone 
accessing them.

While both government (Ebonyi State) and the university authority claim to be working hard to provide 
low-cost staff housing in Ebonyi State University, it remains to be seen of the achievement. Other 
entitlements, though theoretical which are supposed to be provided for EBSU academic staff as provided 
for in the conditions of service include: salary advances, motor vehicle advances, rent advances and 
furniture loan, retirement benefits including pension and gratuity, death benefit, among others.

However, the forgoing are subject to review and available for staff who is continually disciplined and 
dedicated to his duties as disciplinary measures including: warning, reprimand/rebuke, withholding of 
salary, deferment of increment, withholding of increment, withholding of promotion, demotion, 
interdiction, termination, withdrawal of appointment, dismissal, suspension, etc as the case maybe, may 
be invoked against an earring employee.
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Some of the procedures and guidelines for appointments and promotions in Ebonyi State 
University

For assessment and appointment of new staff, vacancies are usually advertised showing the approved 
university system grade, designation, salary scale, and qualifications prescribed for the post in 
accordance with the appropriate scheme of service. A candidate for regular academic appointment apart 
from having the requisite qualifications and/or experience for the post must be less than 50 years of age. 
Any candidate for appointment into academic career of the university at the level of Graduate Assistant is 
usually required to possess a good degree or its equivalent from a recognized university, with a grade not 
less than a second class upper division, while for Assistant Lecturership, it is a Masters Degree plus a good 
first degree of not less than a second class lower division, (EBSU conditions of service, 2015).

In special cases, a candidate who does not have the full qualification is required to be appointed where the 
committee set up for that purpose is satisfied that it is in the interest of the university to do so. Also, an 
employee whose appointment has been terminated on grounds of misconduct or inefficiency may not be 
re-appointed except on special ground to the satisfaction of the vice-chancellor. It is expected that, a 
newly appointed staff must be fully documented in the Personnel Unit of the Registry and in the Bursary 
and the Head of Department through writing, is expected to inform the Registrar that such a staff member 
has actually assumed duty in the department/unit and has completed assumption-of-duty forms. On 
presentation of the appointment letter and the completed forms together with the original documents and 
medical certificate, the new member of staff shall be documented.  

On promotions, there is usually an annual appraisal of the performance and conduct of every academic 
staff member. Promotion or advancement is based on merit such as qualifications, efficiency, experience 
and conduct and should be awarded recognition thereof. It is to be noted that a staff member is eligible for 
promotion if he is a regularized confirmed staff and has spent a minimum of 3years on his present grade 
(i.e. a minimum of 3years from his last promotion, re-grading, conversion, first appointment or return 
from leave of absence. It is expected that all Graduate Assistants on production of a Masters Degree, be 
automatically upgraded to Assistant Lecturers pursuant to the provision of section 4.15(1) of the EBSU 
conditions of service, 2015. The salary of staff member maybe reviewed or his appointment maybe re-
graded on a recommendation of the Dean or Head of non academic department/unit concerned. An 
Assistant Lecturer in the service of EBSU is automatically and administratively re-graded to lecturer II 
after one year of satisfactory service. The breakdown for easy calculation is as follows:

Table 1: Promotion in Ebonyi State University

                   

Criteria

 

Max        
Point

 Minimum point per criterion per Rank/Grade

 

   
professor

 
Associate 
professor

 Senior 
lecturer

 Lect. 1
 
Lect. 11

 
Assistant 
lecturer

 

Qualification
  

 
 

Nil 

 
or fellowship 

for Med. 
Doctor   

/ 
Fellowship 
for  Med. 
Doctor   

 
or 

fellowship 
for Med. 
Doctor  

5-
 

mater
 

Degree  
5-

 
mater

 

Degree  
5-

 
Mater

 

Degree  

Teaching 
profession 
experience
 

 
 30

 

 
 20

 

 
 18

 

 
 16

 

 
 13

 

 
 13

 

 

Publication/ 
creative works

 
 60

 
 60

 
 50

 
 30

 
 20

 
 -

 
 -

 Leadership

 

N/A

 

N/A

 

N/A

 

N/A

 

N/A

 

N/A

 

N/A
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Administrative 
experience

 
 

5
 

 

-
 

 

-
 

 

-
 

 

-
 

 

-
 

 

-
 

Contribution to 
univ/society 

 

5 
 

- 
 

- 
 

-  
 

-  
 

-  
 

-  

Interview 
performance 
(appointment) 

 
 

10 

 
 

6 

 
 

6 

 
 

6  

 
 

6  

 
 

6  

 
 

6  
Reference  - - - -  -  -  -  
Negative score

 
-

 
x

 
X
 

x
 

x
 

X
 

x
 

Pass mark after 
subtracting x

 
 100

 
 80

 

65 out of 
90=72%

 

46 out of 
70=65%

 

38 out of 
55=69%

 

18 out of 
35-51%

 
 N/A

 Source: EBSU Conditions of Service, 2015.

 
The annual appraisal form for all academic staff as it affects job performance score sheet adjusted as 
follows:

 

Table 2: Annual Appraisal Form for EBSU Academic Staff

 

S/N

 
CRITERION

 
MAXIMUM POINTS

 
ACHIEVED 
SCORE

 

1
 

Academic/Professional Qualification
 

a-
  

or Fellowship 60for 
Medical Doctors only,

 

b-
  

b-
 
For Master 

Degree/Lect, I and 
below.        5 points

 

 

2
 

Teaching/Professional Experience a. 
length of teaching or professional 
experience b. Teaching Load  

c. Quality of Teaching 
d. Student's Assessment Score 
e. Computer Literacy 

                                       
30

 
 

 

3 Publications/Creative Works 
a. Writing of books and monographs 
b. Journal articles 
c. Conference papers 
d.

 
Medical Case/Technical Report

 
e.

 
Invention

 (i) Patented (ii) Unpatented
 

                     
(60 - Professor  
50 Associate Professor  
30 - Senior Lecturer  
20 -

 
Lecturer I)

 
 

 

4
 

Administrative Experience
 a.

 
Deanship/Associate Deanship

 b.
 

Directorship/Coordination
 c.

 
Headship of Department/Unit

 d.

 

Chairmanship of a Committee

 e.

 

Warden of Halls/Games Master, etc

 

                                         
5

 
 (1)

 (1)

 (1)

 (1)

 (1)

 (1)
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5 Contribution to University or Society or 
Scholarship 

a. Supervision of PG students/resident 

Doctors only 
b. Membership   of   Committees   of 

University 
c. Membership   of  Relevant   outside 

bodies 
d. University Representation 

                                      5  

(2) 
 
 
 
 
(1) 
 
(1) 
 
(1) 
 

 

Source: EBSU Condition of Service, 2015. 

Note: 5*, 0.5 represents a year up to maximum often years for tenure for all academic staff. 5** as 
measured by NVC on minimum teaching Loads of about 8 units per semester. 2c &d 75*** 
represent what a candidate shall score on quality of teaching and student' assessment. To qualify 
for promotion, candidate must score a minimum of 10 points out of 15 points.

See Ebonyi State University Students' Assessment form for Academic staff as    supplied by Director 
Academic Planning for use in the University marked Appendix 'A' at the back of this Report.

5**** Computer literacy - maximum score is obtainable with evidence of certification and 
proficiency.

60*** for creative output as in No. 3 above represents minimum points Scorable.

 Minimum Overall Score:

In respect of recommendations to Associate Professorship and Professorship positions, minimum scores 
on published/accepted works are prerequisite. Candidate for the senior and junior academic ranks must 
obtain the following minimum scores: Subject to the criteria set out above, a candidate must also obtain a 
minimum overall pass mark as follows:

46 out of 70 points = 65% 38 out of 55 points = 69% 18 out of 35 points = 51% 13 out of 25 points = 52%

• Professor� 80 out of 100 points = 80%

• Associate Professor and its equivalent        � 65 out of  90 points = 72%

• Senior Lecturer and its equivalent

• Lecturer I and its equivalent

• Lecturer II and its equivalent

• Assistant Lecturer and its equivalent

Note: An Assistant Lecturer in the service of Ebonyi State University is automatically and 
administratively re-graded to Lecturer 11 after one year satisfactory service.
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Publication-creative work- maximum of 60 point

Journal publication: For academic staff assessment on journal publication, ranked journal which 
satisfies the parameter of index journals are adopted as the basis for assessing the papers published by 
academics in Ebonyi State University.

 Journal publications for professorial position:

Major                                 -� �         � maximum of 35 points

Minor                                 -                              minimum of 10 points total=45

Associate professor:

Major                                 -                                minimum of 30 points

Minor                                 -                                minimum of 10 points total=40

In order to encourage staff to diversify on journal publication, a maximum of two (2) article in a 
particular journal publication are allowed per year

a. The following do guide the consideration:

i. There must be at least 4, 6, and 8 journal publications for promotion to the levels of senior 

lecturer, reader and professor respectively from on-line highly rated and ranked journals. This is 

to pave way for challenges, motivations and competitions in the academic field.

ii. There must be at least 5 journal publications from relevant professional association journals in 

Nigeria or from outside Nigeria.

iii. Other journal publications must be from reputable journals either national or international.

iv. A given proportion of 20% of entire journal publications must be empirically researched and not 

necessarily opinion or theoretical paper.

b.  Major/Minor Journal Articles (MJA/MJA): major journal articles should be accessed by 

internal/external assessors based on publications in the area of specialization. Any publication that 

does not address the specialty of the author(s) should be termed as minor journal article and 

should be scored accordingly.  

                            

 The maximum scorable points per journal article are usually based on number of authors of the 
article.
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Table 3: Maximum Scorable Points on Publications based on number of authors.

 

Publication/journal
 

Article/conference   
 Maximum score

 

Single author      
 

Two authors 
 

More than two authors-
 

MJA  5 4.=lead author, 
3=others  

3.=lead author, 2=others  

MJA 3 2.5=lead 
author,2=others  

2.=lead author, I =other  

MCP 2.0 1.5=lead 
author,1=others

 

1.=lead author,.75=others  

MCP
 

1.5
 

1.0=lead 
author,75=other

 

0.75 lead author, .50=others
 

Source: EBSU Condition of SERvice, 2015.

 

a. Conference  Papers

Two conference papers are acceptable per year. Conference papers are classified as follows:

i.    Major  Conference Papers (MCP) which are refereed, peer reviewed as and published as 
conference papers.

ii.  Minor Conference Papers (MCP)-other conference papers. The Maximum Scorable Points per 
conference paper based on number of author are given on table I above.

D. books/ Creative Works (Maximum of 20 points)

The books must be peer reviewed, mainline and in the candidate's field of specialization. The maximum 
scores are reserved for books published by renowned International Publishers.

A sole author, maximum of 10 points per book

Two authors,   maximum of 8 points per author per book

More than 2 authors,   maximum of 5 points per author per book

Note:  A maximum of two (2no.) books only are usually assessed

Other Books:

Books that did not meet the criteria as in above but are very important and essential for the teaching 
of students for their Academic exercise may be scored as follows:-Sole Author:   Maximum of 4 
points per book. Two Authors: Maximum of 3 points per author per book More than two authors: 
Maximum of 2 points per author per book

E. MONOGRAPHS:      Monograph   must be deeply researched and within the candidate's discipline 
(Maximum of 10 point). Minimum Overall     Scores:

Sole Author:� maximum of 5 points per monograph

Two Authors:� maximum of 4 points per Author per Monograph
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More than Two Authors: maximum of 2 points per Author per Monograph Note: A maximum of two 
(2NO.) Monographs only are usually assessed

F. Book Chapters: Maximum of 3 points per Chapter (And Maximum of 2 chapters and 6 points)

For a book to be scored, it must be peer- reviewed or mainline books that address major problems and 
proffer solutions in one's areas of specialization. The Committee suggested to achieve this, academic staff 
are advised to endeavour to send their manuscripts to good publishers who in turn will forward them to 
Professors in the same field for proper review.

Book chapters that did not meet the criteria as the foregoing but are very important and essential for 
the teaching of students for their academic exercise are sometimes scored as follows: Maximum of 2 
points per chapter and maximum of 4 points.

G. Medical Case/Technical Report (Maximum of 20 points)

Medical and Technical Reports after due assessment may be scored subject to a maximum of two 
(2no.) reports per year. Note:  A Technical Report must have evidence of commissioning the Project 
and Receipt of a formal Report from the Commissioning Body.

H. Special papers: (maximum of 4 points and not more than two special papers per year)

Special papers are papers with high Academic content or papers presented by invitation from reputable 
Academia/Institutions or Organization/Societies. Evidence of invitation/commissioning should be 
presented before any score can be awarded. 

Table 4:  Job Performance score sheet promotion of staff of Academically- based Unit 
S/
N 

CRITERIA DESCRIPTION MAXIMU
M 

POINT 

ACHIE
VE 
SCORE 

1. Academic/Professional 
Qualification 

Basic relevant qualification for the 
job (to include academic 
qualification 

10  

2. Length of relevant  
Experience  

Length of administrative, technical 
or professional experience. This shall 
attract 1 point for each full year 

15  

3. Quality relevant to job performance    
 a. Competence and understanding of the 

job      
 5  

 b.  Regularity, Punctuality & staying on 
the job 

 10  

 c. Ability to complete work on schedule  10  
 d. Computer literacy  5  
 e.  Ability to complete work 

independently 
 10  
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 f.   Ability to write Technical report  10  
 g.  Initiative, creative ability & concern 

to produce Result 
 5  

 h. Ability to plan, direct, supervise and 
train subordinate staff  

 5  

 i. Appearance and public image.  5  
 j.  Ability to attract Research Grant to 

the university 
 10  

4. Negative Score  100  
Source: EBSU Condition of Service, 2015. 
Total score__ Negative Score =X, then  X    x   100      

                100        1     

  

Notes 

(i)    Ratings and Meanings� � � �            

· Outstanding Performance exceptionally good, showing great promise for the future    

· Very Good performance far beyond the minimum expected of the grade, showing considerable 

promise for the future.

· Good performance above the minimum expected of the grade;

· Satisfactory performance reached what is expected of the grade;

· Unsatisfactory Performance below the standard expected of the grade                                                                                                                                                                                                                                             

(ii)�Total obtained� = x/45� � �
Summary of total scores is on table: Maximum-minimum Score for Staff of Academically-based Unit.

Table 5.  Maximum-minimum Score for Academic Staff   
Criteria Max                            

Point 
Maximum point per Rank/Grade  

  Professor Associate 
Professor 

Senior 
Lecturer 

Lect. 1 Lect. II Assistant  
Lecturer 

Qualification  Nil  or 
Fellowship 
For Med. 
Doctors 

 
Fellowship 
For Med. 
Doctors 

 
Fellowship 
For Med. 
Doctors 

5- 
Master 
Degree 

5- 
Master 
Degree 

5- 
Master 
Degree 

Teaching 
Professional 
Experience 

30 23 20 17 14 13  

Publication/ 
Creative works 

60 60 50 30 20 - - 

Academic 
Leadership 

N/A N/A N/A N/A N/A N/A N/A 

Administrative 
Experience 

5 5 5 5 - - - 
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Contribution to 
Univ/Society 

5 5 5 5 - - - 

Interview 
Performance 
(appointment) 

10 6 6 6 6 6 6 
 

Reference - - - - - - - 
Negative scores - X X X X X X 
Pass mark after 
subtracting X 

100 78 65 out of 
90 =72% 

65 out of 
70 =65% 
 

38out of 
55=69% 

18 out 
of35= 
51% 

N/A 

  Source: EBSU Condition of Service, 2015. 

For the performance (appointment) only Degree will be counted and not for promotions.

Note: 

1.    �for teaching & Professional Experience Criterion, a candidate for promotion is scored out of 30 while 
a candidate for new appointment is scored out of 20. The difference is made up from Interview 
Performance.

 2.  �Appointments shall be made subject to satisfactory reference but no marks are awarded to them.�

Methodology

The study adopted a descriptive survey design. Data were mainly collected through secondary sources 
(books, journals, periodicals and government publication). These were collaborated with oral interview 
granted to 153 lecturers from different cadres and discipline on the issue under investigation. The 
approach was not only qualitative and quantitative; it was also clinical and statistical. The general lives of 
lecturers were surveyed so as to have a clear picture of their working and living conditions and hence, 
their status within the Nigerian Society. The oral interview conducted was done in such a manner as to 
ascertain the useful amount earned by different categories of lecturers apart from their spending. Also 
ascertained included how they feed themselves and/or families, what they wear, their means of 
transportation, housing, materials they read and their dedication to duties, among others

Theoretical Framework 

This study adopted the “Frustration-Aggression Theory propounded by John Dollard, Neal, E. Miller et al 
(1939) and Leonard Berkowit Z. (1969) cited in Odoh and Onuoha (2006). According to the theory, 
aggression or aggressive behaviour is as result of blocking or frustrating a person's efforts to achieve or 
attain a goal. It attempts to explain the cause of violence, bitter feeling or eye service in a workplace. This 
theory rests on the basic stimulus-response hypothesis. It can be used to explain the cause of strikes, 
demonstrations and reductions in the quality of service delivery among academic staff in EBSU. The poor 
working conditions and the stringent assessment/promotion criteria are supposedly the immediate causes 
of reduced effectiveness and/or productivity among academic staff in Ebonyi State University.

The relevance of the theory lies in the fact that, it will be an eye opener to both the Ebonyi State 
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Government and EBSU Management to drastically improve on the workers' welfare if it must meet up 
with the high expectations of the public for sound and quality university education. This will go a long 
way in opening new vistas in employer-employee relations.

Findings and Implications

In the course of the investigation, the following findings as discussed were made:

1.  136 lecturers representing 89% of lecturers interviewed from different categories, posit that the current 
monthly take home (salary), its consistency pattern, coupled with the expected retirement benefits 
(pension and gratuity), and are not only meager but demoralizing. The following table 6 and 7 are pointers 
to their claims.
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Table 6: Recommended Consolidated University Academic Salary Structure (CONUASS)
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Source: EBSU Conditions of Service (2015).

 

Table 7: Formula for Pension and Gratuity Computations Based on Percentage of Final Salary in 
Respect of Retirement 

Qualifying 
Serving 
ò śĂŉℓ 

Gratuity as 
Percentage of Final 

Salary After 3 1st 
March, 1977 

Pension as Percentage 
of Final Salary After 

31st March, 1977 

Gratuity   as   Percentage   
of Final Annual Salary 

After 1st June, 1992 

Pension  as 
Percentage of   

Final     Annual 
Salary After 1st  

June, 1992 

5 - - 100% : 
6 - - 108%  

7 - - 116% - 
8 - - 124% i 

9 - - 132% - 
10 100% - 100% 30% 

11 110% - 108% 32% 

12 120% - 116% 34% 

13 130% - 124% 36% 

14 140% - 132% , ^8%_______  

15 100% 30% 140% 40% 

16 110% 32% 148% i£2%______  

17 120% 34% 156% 44% 

18 
�������
^  

130% 36% 164% 46% 

 140% 38% 172% 48% 

20 150% 40% 180% 50% 
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21 160% 42% 188% 52% 

22 170% 44% 196% 54% 

23 180% 46% 204% 56% 

24 190% 48% 212% 58%. 

~25~    '       1 200% 50% 220% 60%                     

26 210% 52% 228% 62%                    

27 220% 54% 236% 64%                      

28 230% 56% 244% 66% 

29 240% 58% 252% 68%                     

30 250% ~60%T~~       260% 70%                      

31 260% 62% 268% 72%                     

32 270% 64% 276% 74%                     

33 280% 66% 284% 76% 

34 290% 68% 292% 78% 

35 300% 70% 300% 80%                      

Source: EBSU Conditions of Service (2015). 

Academic Staff Cadres 
Table 8: Lecturers, Research Fellows and Librarians 
Rank/Post CONUASS Mode of Entry, Advancement and Basic Qualifications 
Graduate  Ass t .  
/Research  Asst . /  
Graduate  Ass t .  
(Library)  

 
01 

By appointment of a candidate with a 1st degree in a related 
field with a 1st class or 2nd upper division and NYSC. (This 
is a training position and not classified as a staff position 
that  leads to promotion or such other entitlements.) 

Ass t .  Lec turer  
/Asst  Research 
Fellow /Asst. Librarian  

02 By appointment of a candidate with a good 1st degree and a 
Master's degree in the same field or its professional 
equivalent in a related field plus NYSC. 

Lecturer Il/Research 
Fellow II/Librarian II 

03 1. By advancement of an Asst. Lecturer/Asst. Research 
Fellow/Asst. Librarian  after one year of satisfactory 
service; 

2. By appoint of a candidate with any of these: 
(i) a . degree in the relevant field; 

(ii) a Master's degree or its professional equivalent plus 
at  least  3   years  relevant  teaching,  research   and/or 
industrial  experience in  a University or comparable 
Institution. 
(iii)   The   qualification   and   the   relevant   experience 
specified in Table 1: Professionals' Entry Points. 
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Lecturer 1 /Research 
Fellow1 /Librarian 1 

04 1. By   promotion   of  a  Lecturer   H/Research   Fellow 
n/Librarian II in accordance with the Regulations plus 
at least 2 good publications; 

2. By appoint of a candidate with any of these: 
(i) a . or Master's degree/professional equivalent plus at least 
3 or 6 years, respectively, post-doctorate/master's teaching, 
research and/or industrial experience in a University or a 
comparable Institution and demonstrates ability for 
research and scholarship: 

(ii)   the   qualification   and   the   relevant   experience 
specified in Table 1: Professionals' Entry Points. 

Senior Lecturer 
/Senior Research 
Fellow/Senior Librarian 

05 1. By   promotion   of   a   Lecturer   I/Research   Fellow 
J/Librarian I with  and in accordance with the 
Regulations plus at least 2 good publications; 

2. By appointment as specified for a Lecturer I/Research 
Fellow I/Librarian I above and has at least 3  years 
teaching experience as Lecturer I, research experience 
as Research Fellow  I  or professional  experience  as 
Librarian I.    In addition, he must have demonstrated 
research capability through good academic publications 
and research supervision ability. 

ĖŒŒŎŃÒMPÑ  
Professor/Deputy 
University Librarian 

 By promotion of a Senior Lecturer/Senior Research .1 يھ
Fellow with Ph .D and in accordance with the 
Regulations; promotion of a Senior Librarian to the 
post of a Deputy University Librarian is subject to 
vacancy; 

2. By appointment as specified for a Lecturer I/Research 
Fellow I/Librarian I with a  as above plus at least 3 years 
experience as Senior Lecturer/Senior Research 
Fellow/Senior Librarian in accordance with the 
regulation and subject to vacancy. In addition, he 
must have 

(i) considerable researched publication; 
(ii) demonstrated academic leadership ability; 
(iii) evidence of University administration experience, 

capacity for academic leadership and community 
activities; 

(iv) Assessment of 3 External Assessors in the candidate's 
area of specialization. 

(v) For a Deputy Librarian, the specification is same as for a 
Senior Librarian but with at least 10 years post- 
qualification cognate experience of which about 5 years 
must be in a Senior Library administrative position and 
some research experience 
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Professor/University 
Librarian 

07 1. By promotion of 
(i)    an Associate Professor m accordance with the 

Regulations; or (ii) a Senior Lecturer/Senior Research 
Fellow after at 

least 5 years on that rank and in; accordance with other 
provisions of the Regulations; 

2. Same as specified for an Associate Professor except that 
for direct appointment from Senior Lecturer/Senior 
Research Fellow to Professor, there must be at least 6 years 
experience instead of 5r in addition to the order requirements. 

Note: Appointment of the University Librarian is through 
advertisement (not by promotion) for a candidate possessing the 
qualifications specified for a Deputy Librarian but with at least 
12 years post-qualification cognate experience of which about 8 
years must be in a Senior Library administration and organization. 
In addition, he must have a reasonable number of publications 
comparable to those of a Professor. 

Source: EBSU Conditions of Service (2015). 

It was also discovered that EBSU Management do grant 25% school fees waiver for academic staff 
pursuing their  programmes within Ebonyi State University and twenty five thousand naira 
(#25,000.00) only for academic staff pursuing their s in other universities. This has been described as 
being too small by lecturers.

(2) The current assessment criteria in EBSU have been described by many lecturers as being very 
stringent and an attempt calculatively made to delay their envisaged progression. This in effect, has made 
many lecturers to abandon their primary aim of their employment (effective and efficient teaching) in 
pursuit of publishing their papers in the “classified” ranked journals to facilitate their appraisals and 
promotions. Most of these papers are never well researched but their places of publication have always 
being their selling point. This idea rather than facilitates, negatively affects thorough researches and 
lowers the Morales of academic staff in their service delivery.

(3) There is a persistent brain-drain in Ebonyi State University as most experienced lecturers have opted 
to look for a better condition of service elsewhere. There is no academic department in EBSU that is not a 
victim of this.

(4) It is expected that academic staff of a university shall undergo regular training and conferences locally 
and internationally under the supervision of the concerned university to add to their wealth of experience 
as to enhance better teaching. This is because; for lecturers, conferences, seminars and workshops, serve 
as fora for discussing research findings and interacting with their counterparts from other campuses or 
other parts of the world. They also serve as fora for the exchange of ideas on issues relating to their 
profession. However, in EBSU, the levity with which attendance at such intellectual gatherings have been 
handled, especially in recent years, has contributed to the low morale of academic staff. It is now clear that 
in spite of agreements signed between successive governments and ASUU, government has not fully 
appreciated the pertinence of conferences, seminars and workshops to the intellectual improvement of 
Nigerian university lecturers. It was recommended in 1992 ASUU-Federal Government Agreement that 
every academic staff should be sponsored to attend an intellectual conference at least once every five 
years, Ogbuagu (2017).
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Unfortunately, experiences in EBSU show that the school authority has not been sponsoring most well 
researched conference papers and most times funds made available by the authorities for these purposes 
are grossly inadequate, and cannot support the conferences once in every five years. The implications of 
the foregoing findings include that the effectiveness and efficient service delivery by the university 
lecturers have been in recent years, far from being satisfactory and very soon, if nothing urgent was done, 
the standard of university education will fall in such a way that it will negatively affect every aspect of the 
economy.

Conclusion

Considering the need for quality education in Nigeria and Ebonyi state in particular, it has become that 
pertinent that workers in the nation's universities and EBSU require better equipment and welfare 
packages (conditions of service). The paper concludes that both the government and EBSU Management 
have not done much to better the lots of lecturers and this is capable of spelling doom in the state's quest 
for medium and high level manpower that are needed to drive the engine of real development. 

Recommendations

In view of the findings and implications of the study, the following recommendations should be treated as 
a matter of urgent public importance:

1. Upward Review of Lecturers' Monthly Salaries: this should be done in such a manner as to reflect 

the economic realities of the time. The content of the 2009 ASUU-Federal Government Agreement 

should be implemented fully by the Nigerian and Ebonyi state government if the impending doom 

from our universities was to be averted. Government should understand that education is a social 

service that drives the engine of other aspects of development. This being the case, the amount 

invested in this regard should not be seen as being too much as the cost of failing to do so cannot be 

quantified.

2. Appraisal/Assessment Criteria in Ebonyi State University should be Reviewed to Reflect our 

Economy: The Art and Act of writing text books should be encouraged through financial incentives. 

This is because, most acclaimed papers in the ranked journals are not issue-based but one that are done 

to get easy promotions. This in effect, portends serious danger to the standard of teaching in our 

universities. Lecturers' appraisals and for promotions apart from published articles, must be made 

through students' inputs through structured questionnaire on the effectiveness of their lecturers in 

impacting on them. This is because, the students are the major beneficiaries of lecturers' services and 

this will be a sure-bet to enhancing efficient and effective service delivery by lecturers in EBSU.
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