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Abstract 

The Nigerian Government has spent a lot of 

resources towards enhancing quality education in 

terms of manpower training and research through 

Tertiary Education Trust Fund (TETFund). 

However, despite these interventions, there is huge 

gaps in the needs of the tertiary institution in 

Maiduguri. This study therefore assessed the extent 

of the utilization of TETFund for manpower 

training and development in Tertiary Institutions in 

Maiduguri, Borno State, Nigeria. The population of 

the study was 1898 while the sample size was 330 

respondents which were obtained using Yamane’s 

formula. Data were collected by using structured 

questionnaire which were administered on the 

Respondents. Data were collected through the use 

of structured questionnaire which were 

administered to the academic staff of the selected 

institutions and TETFund desk officers of the 

selected institutions and TETFund head office in 

Abuja. Data was analysed using descriptive and 

inferential tools. The hypotheses were tested using 
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ANOVA analysis. The findings of the study revealed 

that Lecturers’ development programmes have 

been given considerable attention by TETFund in 

terms of training for M.Sc and Ph.D both locally 

and internationally. 

 

 

Introduction  

Adequate funding could be a license for the needed human and material 

resources that are necessary for effective operation of the education sector 

(Adewuyi and Okemakinde 2013). The Nigerian government, however, 

commits a negligible amount of money, which is far below the 26% of annual 

budget recommended by UNESCO (Adewuyi and Okemakinde 2013). While 

the demand for higher education is so high because of the astrometric growth in 

population   

The establishment of the Tertiary Education Trust Fund (TETFund) has been to 

intervene to improve on the problem of funding in Nigerian tertiary institutions. 

The government has set aside 2% of the revenue received by Federal Inland 

Revenue to be shared among the tertiary institutions; Universities to take 40%, 

Polytechnic 31% and Colleges of Education, 29%. The indicators for the 

utilization of the funds include the provision of infrastructures, the training of 

lecturers and provision of research grants to the staff of the tertiary institutions 

in Nigeria. 

However, manpower development has become an accepted phenomenon in 

organizations. In tertiary institutions, lecturers’ development programmes are 

considered critical. They are planned activities which focus on increasing and 

enlarging the capabilities, improving the technical and pedagogical skills of 

lecturers so that they can possess the necessary abilities to handle complex 

situations and better perform their job. Through renewal activities, lecturers 

avoid becoming rustic. It is against this backdrop that this paper seeks to assess 

the extent of the utilization of TETFund for manpower training in Tertiary 

Institutions in Maiduguri Borno State Nigeria. 

 

Literature review  

Teaching and learning do not take place in a vacuum but rather in a structured 

environment. Educational resources include human and non-human (material, 
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physical and financial) resources (Abdul Kareem, 2011). Human resources are 

the students and staff; material resources refer to the instructional materials 

while physical resources include the classrooms, lecture theatres, administrative 

block, libraries, laboratories, workshops, assembly halls, toilets and other 

structures. According to Adeogun and Osifila (2008), financial resources are 

the monetary inputs available for and expanded on the education system. 

Therefore, resources are crucial factors in student academic achievement in 

schools, colleges and universities. Ijaiya (2004) opined that education without 

quality is a destroyer and a betrayal of trust. Moreover, Dornfeld (2013) defines 

resource utilization is the quantity of good or service (outcome) that is obtained 

through the expenditure of unit resource which is distinguished between “the 

efficiency of resource production as outcome per unit of resource use (resource 

productivity)” and” the efficiency of resource consumption as resource use per 

unit outcome (resource intensity). 

According to Ihuoma (2008) effective resources utilization is crucial for 

achieving goals and objectives at every level of education. Thus, it is imperative 

to investigate the relationship between physical resource utilization and 

institutional goal achievement, especially through students’ academic 

performance. 

Daudi (2003) held the view that, the efficiency of a school is determined largely 

by the amount of school revenue and the wisdom with which their venue is 

expended. Financial resource is recognizing as one of the most crucial inputs in 

to the education system, hence determinants of effective utilization of school 

funds is critical to the quality of learning outcomes. This view is in line with 

similar studies done by Chamba (2013) and still applicable today situation that, 

management could be seen as a process through which a manager organizes 

other tasks in relationship to available resources in order to achieve desired 

goals. He goes on to argue out that, the availability of funds and their 

administration determined largely on the success of utilization otherwise of a 

school. 

Citeman (2011) pointed out that the amounts raised through various sources, at 

the right cost, at the right time should be put to good use. This is what fund 

utilization is about? A proper balance should be maintained while investing in 

fixed assets and current assets. Fixed assets involved in investment of funds (in 



Page 158 of 322   JHSS Vol 19 (6) 2019 ISSN – 2278-8881 

 
 
 
  

land and buildings, plant and machinery, furniture and fittings, office equipment 

etc.) To the extent of possible investment in fixed assets should be minimized 

in tune with business requirements.  

 

Utilization of Fund in the Area of Manpower Training and Development 

in Tertiary Institutions 

The central idea underlying manpower development in any sector, including the 

education sector, is how best to keep employees current, vibrant and versatile 

so that they can continuously perform their roles effectively in this age of rapid 

socio-economic, political, scientific and technological changes and 

globalization. As Lassa (1992) rightly emphasized, in education, teachers are 

the foundation of quality; they hold trust for the implemented curriculum of 

formal education and therefore, are at the center of the educative process. In 

fact, no education system can rise above the quality of its teachers (NERDC, 

2004). This is even all the more important to the institutions of higher learning 

whose mission includes research - the expansion of the frontiers of knowledge, 

teaching and community services. Manpower development has become an 

accepted phenomenon in organizations. In tertiary institutions, lecturers’ 

development programmes are considered very critical. They are planned 

activities which focus on increasing and enlarging the capabilities, improving 

the technical and conceptual skills of lecturers so that they can possess the 

necessary abilities to handle complex situations and better perform their job. 

Through renewal activities, lecturers avoid becoming rustic. The need for 

lecturers to improve their knowledge, skills, attitudes and behaviours while on 

the job is even more critical now in developing nations than ever before for a 

number of reasons. For instance, academic programmes in our universities 

rarely adequately prepare candidates as “finished” products for their future 

positions and their accompanying responsibilities (Heiss 1970, Peretomode and 

Peretomode, 2001). There is also the issue of knowledge explosion. Tertiary 

institutions are also in constant flux and there are willing and unwilling lecturers 

to be trained and retrained on regular basis (Johnson 1976) as globalization and 

the economy and competition for talents is becoming worldwide (Fanny, 2001). 

The above situation implies that lecturers need to keep abreast of the time and 

the trends of knowledge development in their discipline so as not to become 
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obsolete and made redundant. The ultimate goal of self-development is the 

enhancement of individual’s job satisfaction and the optimization of skills, 

talent and task accomplishment. 

Bamiro (2012) pointed out that, that TETFund has created a window for staff 

development in the public institutions through the allocation of close to 50 

million per session for the institution for staff development.  

Uzochukwu, Origbu, and Igbodo (2016) in a study captioned TETFund 

International programmes and Academic Staff Development of selected 

Universities in Southeast Nigeria, where the authors pointed out that it is 

commonplace to see academic staff (teaching staff) in Nigeria universities 

stagnated for a long period of time that is without promotions, due to lack of 

funds for further academic development and publications. The popular 

syndrome of “publish or perish” has, over the time, has its toll on the academic 

staff of Nigerian universities. Jones (1994) stressed that manpower 

development of lecturers in tertiary institutions should be geared towards 

acquiring or sharpening the capabilities of lecturers required in performing 

various obligations, tasks, and functions associated with or related to their 

present or future expected roles. Similarly, Peretomode and Peretomode (2001), 

have identified the benefits of training and development of lecturers to include 

an increase in knowledge, skills and the development of positive attitude to 

work, increased personal and organizational productivity, and quality services. 

It can bring about improvement in morale, inculcate a sense of belongingness, 

reduce absenteeism and turnover rate among lecturers, and importantly lead to 

better coordination of both human and material resources within institutions of 

higher learning. 

Ugwuanyi (2014) posit that TETFund is committed to staff development; 

however, each tertiary institution has its own criteria (subject to TETFund 

directives) for determining which lecturer becomes a beneficiary. TETFund has 

recorded more training of staff of tertiary institutions both foreign and domestic 

levels. 

However, the funds have tried in providing sponsorship to lecturers in tertiary 

institutions in Nigeria as many lecturers studied abroad and this may improve 

the output. One major problem facing tertiary institutions, however, is that of 
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losing the staff to greener pasture after serving the mandatory requirement or 

staying in the institutions for a limited number of yea 

 

METHODOLOGY 

The study was conducted in Maiduguri the capital of Borno. Maiduguri 

Metropolitan area, is estimated to have a population of about 1,197,497 by 2009 

(the World Gazette). It has three Tertiary institutions that enjoy Tetfund namely; 

University of Maiduguri; Ramat Polytechnic Maiduguri and Kashim Ibrahim 

College of Education Maiduguri. Data was obtained from primary sources. The 

population of the study is 1898 comprising of TETFund officers and academic 

staff of the selected tertiary institutions. From where a sample of 330 was drawn 

using Yamane’s formulae. Purposive sampling technique was used to select 3 

higher institutions in Maiduguri. These were University of Maiduguri, Ramat 

Polytechnic Maiduguri, and Sir Kashim College of Education Maiduguri. Data 

was obtained through the use of a structured questionnaire measured on a five 

point Likertscale. The data was analyzed using one-way analysis of variance 

(ANOVA). Where the ANOVA with the aid of the statistical package for Social 

Sciences (SPSS) version 20 

 

Table 1: TETFund and Manpower Development 

VARIABLE  UNIMAID  

FREQ. 

(%) 

KICOE 

FREQ. (%) 

RAMAT 

FREQ. (%) 

TOTAL 

FREQ. (%) 

STRONGLY 

AGREED 

75 (25) 11(4) 15(5) 101(33) 

AGREED 91(30) 23(8) 41(14) 155(51) 

UNDECIDED 6(2) 1(0) 24(8) 31(10) 

STRONGLY 

DISAGREED 

2(1) 0(0) 5(2) 7(2) 

DISAGREED 3(1) 1(0) 4(1) 8(3) 

TOTAL  177 (56) 36 (12) 89 (29) 302 (100) 

Source: Field Survey, 2019 

Table 1. shows that 101(33%) and 155(51%) strongly agreed and agreed 

respectively that lecturers’ development programmes are considered very 
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critical in tertiary institutions in Maiduguri while 8(3%) disagreed. Majority of 

the respondent pointed out in tertiary institutions, lecturers’ development 

programmes are considered very critical. The implication of the finding 

indicated that tertiary institutions in Maiduguri insist on capacity development 

for its lecturers. 

All the respondents agreed that one of the cardinal pillars for the establishment 

of the intervention agency is lecturers’ development. Majority of the 

respondents either strongly agreed or agreed that a lot of resources have been 

committed for the training of lecturers in Maiduguri institutions. The releases 

of TETFund have always focused on improving the technical and conceptual 

skills of lecturers so that they can possess the necessary abilities to handle 

complex situations and better perform their job. The policies of the institutions 

have been favouring the training of the lecturers. The request for training 

especially to foreign countries has been on the increase.  

The respondents pointed out Manpower development of lecturers in tertiary 

institutions are geared towards acquiring or sharpening the capabilities of 

lecturers required in performing various obligations, tasks, and functions 

associated with or related to their present or future expected roles.  

 

Table 2: Manpower Training 

YEAR SCHOOL TYPE OF 

TRAINING 

NUMBER PLACE OF 

TRAINING 

MONEY SPEND 

(₦) 

REMARK 

 

2011 

UNIMAID 

 

 

 

 

 

RAMAT 

 

 

 

 

MSc 

Ph.D 

MSc 

Ph.D 

 

 

MSc 

Ph.D 

MSc 

Ph.D 

 

13 

8 

5 

3 

 

 

18 

2 

7 

2 

 

Local  

Local 

Foreign 

Foreign  

 

 

Local  

Local 

Foreign 

Foreign  

 

  8,500,000 

18,150,000 

35,500,000 

57,850,000 

120,000,000 

 

11,000,000 

  3,000,000 

42,000,000 

18,000,000 

74,000,000 

Accessed 
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KICOE 

 

 

 

 

  

No Allocation 

 

2012 

UNIMAID 

 

 

 

 

RAMAT 

 

KICOE 

M.Sc 

Ph.D 

M.Sc 

Ph.D 

 

14 

9 

5 

10 

Local  

Local 

Foreign 

Foreign 

  9,000,000 

11,150,000 

33,555,650 

160,000,000 

213,705,650 

 

No Allocation 

Accessed 

 

2013 

UNIMAID 

 

 

 

 

 

RAMAT 

 

 

 

 

 

 

 

KICOE 

M.Sc 

Ph.D 

M.Sc 

Ph.D 

 

 

MSc 

Ph.D 

MSc 

Ph.D 

 

6 

8 

3 

7 

 

 

19 

2 

16 

Nil 

 

Local  

Local 

Foreign 

Foreign 

 

 

Local  

Local 

Foreign 

Foreign 

 

 

 5,000,000 

10,050,000 

22,654,405 

56,795,305 

94,499,710 

 

11,500,000 

  3,000,000 

96,000,000 

110,000,000 

 

 

 

 

No Allocation 

Accessed 

 

2014 

UNIMAID 

 

 

 

 

 

RAMAT 

 

M.Sc 

Ph.D 

M.Sc 

Ph.D 

 

 

MSc 

Ph.D 

17 

4 

6 

12 

 

 

11 

1 

Local  

Local 

Foreign 

Foreign 

 

 

Local  

Local 

  7,100,000 

  6,000,000 

 42,853,000 

254,645,704 

310,598,704 

 

 6,700,000 

  1,500,000 
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KICOE 

MSc 

Ph.D 

 

 

5 

Nill 

 

 

Foreign 

Foreign 

 

 

30,000,000 

38,200,000 

 

No Allocation 

 

 

 

2015 

UNIMAID 

 

 

 

 

 

RAMAT 

 

 

 

 

 

KICOE 

M.Sc 

Ph.D 

M.Sc 

Ph.D 

 

 

MSc 

Ph.D 

MSc 

Ph.D 

 

 

MSc 

Ph.D 

6 

8 

4 

7 

 

 

29 

12 

5 

1 

 

 

11 

12 

Local  

Local 

Foreign 

Foreign 

 

 

Local  

Local 

Foreign 

Foreign 

 

 

Local  

Local 

 

 

3,000,000 

12,000,000 

28,000,000 

57,000,000 

100,000,000 

 

19,500,000 

15,000,000 

30,000,000 

16,000,000 

75,500,000 

 

5,500,000 

18,000,000 

23,500,000 

Accessed 

 

 

 

 

 

 

Source: TETFund Desk Office, 2019 

 

Table 2 showed the interventions of TETFund in the area of manpower. In 

UNIMAID 13 M.Sc and 8 PhD were trained locally by TETFund, while 5 M.Sc 

and 3 Ph.D were trained in foreign institutions in 2011. In Ramat, 13 M.Sc and 

2 PhD were trained locally by TETFund, while 7 M.Sc and 1 Ph.D were trained 

in foreign institutions. In KICOE on the other hand, has no intervention in this 

institution. The total intervention for 2011 is ₦194,000,000. 

The table also showed the interventions of TETFund in the area of manpower 

in 2012. In UNIMAID 14 M.Sc and 9 PhD were trained locally by TETFund, 

while 5 M.Sc and 10 Ph.D were trained in foreign institutions. KICOE and 

UNIMAID that there were interventions in the year 2012; the total intervention 

for 2012 is ₦269,000,000. 
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It was also shown in the table that in UNIMAID 6 M.Sc and 8 PhD were trained 

locally by TETFund, while 3 M.Sc and 7 Ph.D were trained in foreign 

institutions in 2013. In RAMAT, 8 M.Sc were trained locally by TETFund, 

while 14 M.Sc and 2 Ph.D were trained in foreign institutions. In KICOE on the 

other hand, 19 M.Sc and 3 PhD were trained locally. In KICOE none of their 

staff received foreign training.  The total interventions for 2013 are 

₦205,000,000. 

It was also shown in the table that in 2014, in UNIMAID, 6 M.Sc and 8 PhD 

were trained locally by TETFund, while 3 M.Sc and 7 Ph.D were trained in 

foreign institutions in 2011. In RAMAT, 11 M.Sc were trained locally by 

TETFund, while 5 M.Sc and 1 Ph.D were trained in foreign institutions. In 

KICOE on the other hand, 14 M.Sc and 3 PhD were trained locally. In KICOE 

none of their staff received foreign training.  The total interventions for 2014 

are ₦349,100,000. 

Furthermore, the table indicated that in 2015, in UNIMAID 6 M.Sc and 8 PhD 

were trained locally by TETFUND, while 4 M.Sc and 7 Ph.D were trained in a 

foreign institutions. In Ramat, 29 M.Sc and 12 PhD were trained locally by 

TETFund, while 5 M.Sc and 1 Ph.D were trained in foreign institutions. In 

KICOE on the other hand, 11 M.Sc and 12 PhD were trained locally. In KICOE 

none of their staff received foreign training. The total interventions for 2015 are 

₦99,000,000. 

 

Table 3: TETFund and Lecturers Development 

 SUM OF 

SQUARES 

DF MEAN 

SQUARE 

F SIG. 

BETWEEN 

GROUPS 

26.486 2 13.243 19.590 .000 

WITHIN 

GROUPS 

202.124 299 .676   

TOTAL 228.609 301    

Source: Field Survey, 2019 

Decision: The calculated value is 19.590 while the critical (table) value is 4.08. 

Therefore, the calculated value is more than the critical value and so the null 

hypothesis is rejected and concludes that TETFund intervention significantly 
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enhances manpower training and development in the selected tertiary 

institutions. This result is so because so many of the lecturers do benefit from 

the scheme and to them it has enhanced manpower development in the selected 

tertiary institutions in Maiduguri. Majority of the lecturers do benefit from 

TETFund disbursement.  

 

Discussions of Findings  

The finding of this study showed that 101(33%) and 155(51%) strongly agreed 

and agreed respectively that lecturers’ development programmes are considered 

very critical in tertiary institutions in Maiduguri. This is rightly pointed out by 

Lassa (1992) that all interventions in education have always aimed at 

empowering the teachers because of their vital role in the training of students. 

This is further supported in table 4.9 that 84(28%) and 195(65%) of the 

respondents strongly agreed and agreed that TETFund has focused on 

improving the technical and conceptual skills of lecturers so that they can 

possess the necessary abilities to handle complex situations and better perform 

their job. 

It is worrisome to note that some lecturers are unwilling to be trained by 

intervening agencies for one reason or the other. Fanny, (2001) posited that 

some tertiary institutions may consider the development of infrastructure as 

vital to enhanced teaching and learning as manpower development and vice 

versa.  The finding of the study indicated that tertiary institutions experience 

constant influx and lecturers are willing to be trained on a regular basis. This 

showed that where the tertiary institutions prefer not to the train its personnel 

other options are exploited by the lecturers for training.  

 

CONCLUSIONS  

The study established that lecturers’ development programmes are considered 

very critical in tertiary institutions in Maiduguri. TETFund has focused on 

improving the technical and conceptual skills of lecturers so that they can 

possess the necessary abilities to handle complex situations and better perform 

their job. Tertiary institutions are also in constant flux and are lecturers are 

willing to be trained on a regular basis. However, TETFund is concerned with 

manpower development and lecturer development. The lecturers in the 
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institutions in Maiduguri have benefited from manpower development 

enhanced by TETFund. The training received from TETFund covered both local 

and overseas. 
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