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With great pleasure, I welcome you 
with this unique edition of TAMN 
Newsletter. It is packed with rich and 
educative information for your 
reading delight. In this edition, we 
present the communiqué of the 9th 
Annual Conference held at the 
University of Benin on the 29th and 
30th of July, 2015, election of new 
Executive Committee,  recent  
announcements, creation of new 
departments, appointments and other 
insightful and developmental 
subjects. 

We wish to use this medium to solicit 
for write-ups from our readers on the 
latest developments in the field of 
management and about members and 
the Academy in general. Write-ups, 
discourse, comments and suggestions
should be sent to 
tamnigeria@yahoo.com or 
edyy2002ng@yahoo.com. 

Dr. (Mrs) E. Odia
Publicity Secretary
(Editor) 

The dinner ceremony held at 
Banquet Hall of the University of 
Benin started with opening 
prayers. The immediate past 
P r e s i d e n t ,  P r o f .  B . E . A .  
Oghojeafor of the University of 
Lagos, welcomed members and 

participants to the Dinner Party 
as he made the opening speech. 
Soon after, 55 new members were 
inducted into the Academy 
through the Oath of Good 
Conduct recited by each inductee 
after the past President. The oath-
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In the event of the apparent abuse of power and office, the Academy of Management, 
thNigeria (TAMN) held her 9  National Conference at the University of Benin, Benin City from 

th th29  to 30  July, 2015. The conference focused on the theme: Resource Management for 
Sustainable Development. 

The conference drew the attendance of the current and former Vice-Chancellors, 
University of Benin and other seasoned academics in management sciences from all universities 
in the country.

The Vice-Chancellor, Professor F. F. Osasere Orumwense who was represented by the 
Deputy Vice-Chancellor (Academic), Professor Abiodun Falodun, declared the ceremony open 
by welcoming every member of the Academy, distinguished guests and other participants to the 
warm embrace of the University of Benin.

The Vice Chairman, in his keynote address, noted that the theme was not only apt but very 
timely, given the primacy of resources whether human or physical in our national life as well as 
the hydra-headed challenges that have over the years characterize resource mismanagement by 
corporate managers and public servants alike.

In his address, the Vice Chancellor stated that the current comatose state of our country, 
Nigeria is not unconnected with the perennial misallocation or outright non-allocation of 
resources. He further remarked that the huge resources often reported as mapped out by relevant 
authorities to resuscitate the key sectors of the economy do not seems to reflect on the status of the 
recipient sectors as they appear to be in a sorry state of moribund laced with endemic corruption 
and misappropriation.

taking event was clouded with pageantries afterwards. 
The newly elected executive headed by Professor B.A. Agbonifoh, 

made their pledge by taking the Oath of Allegiance to be committed to 
the mandate and vision of the Academy. 

Attendees were treated to sumptuous meals at the cocktail party. 
Old and new members socialized and interacted freely, exchanging 
contacts, taking photographs as they dined and wined. 

Continued on Page 9
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New Members taking oath at their induction 
during the 9th Annual Conference 

Immediate past President - Prof. B.E.A. Oghojeafor 
Congratulates new members at their induction 

Newly elected members of the Executive 
Committee take oath of office 
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COMMUNIQUÉ ISSUED AT THE 
9TH ANNUAL CONFERENCE OF THE ACADEMY 

Members being treated to sumptuous meals
at the Dinner Party 

Immediate Past President - Prof. B.E.A. Oghojafor
making a speech at the Dinner Party 

The 9th Annual General Meeting held at the close of conference session. 
Members deliberated on several issues. One of the crucial ones was the 
selection of the host University for the next conference. University of Uyo and 
Bayero University were chosen from among the others that indicated interest 
to host the 2016 and 2017 conferences respectively. The theme for the next 
conference was among the decisions reached during the AGM. The theme for 
the next conference has been tagged: 

The AGM ended with the election of new Executive Committee members 
to run the affairs of the Academy for the next two years. 

9th Annual General Meeting of TAMN
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Eager to rouse The Academy of Management Nigeria into reckoning in the eyes of the 
general public and galvanise it into a vibrant and highly valued body, the newly elected 
Executive Committee of the Academy has rolled out a strategy for waking the body up 
from slumber and realising its vision.

The strategic plan which is tabulated below shows that the new administration of the 
Academy plans to focus on rebranding the Academy, improving its image and visibility, 
upgrading the quality of TAMN conferences, conference papers and the journal as well as 
ensuring enhanced value and service delivery to members. Others are growing the 
membership and the revenue base of the Academy. 

While unveiling the strategy, the President, Professor B. A. Agbonifoh enjoined all 
members of the Academy to work with the executive council to implement the plan. 

NEW TAMN EXCO ROLLS OUT ITS STRATEGIC PLAN

Image of the 
Academy

To rebrand the 
Academy and thus 
improve on its image 
and visibility

1. Change the name of the Academy to the 
originally intended name - “Nigerian 
Academy of Management” 

1)

Redesign and upgrade the website of the 
Academy to make it interactive, up-to-date 
and more functional.

2)

Improve on the Logo3)

Engage in intensive publicity in print and 
electronic media.

4)

Pay courtesy and membership solicitation 
visits to universities and pay courtesy calls 
of their Vice Chancellors 

5)

Pay courtesy calls on CMD, Ministry of 
National Planning, Tetfund, NUC, etc

6)

FOCUSSN OBJECTIVES/TARGETS STRATEGIES/TASKS

Service Delivery To improve efficiency 
of the Secretariat in 
delivering services to 
members

2. Employ a competent Administrative Officer 
who has drive and is proactive

1)

Provide essential office equipment and 
facilities for TAMN Secretariat - Internet 
connectivity, office furniture, A/C, filing 
cabinet, generator' etc.

2)

Secretariat to respond to enquiries, requests 
and other mails within 24 hours.

3)

Prepare job description for Administrative 
Officer.

4)

Computerise and update membership 
database

5)

Computerise accounting system6)

Inform members of their financial status at 
least twice a year.

7)

Continued on page 5

A Cross-Section of Some Members of The Academy at the 9th Conference held at the University of BeninA Cross-Section of Some Members of The Academy at the 9th Conference held at the University of Benin

Prof. B. A. Agbonifoh
TAMN President
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BOARD OF TRUSTEES 

1. Prof. Austin Ahiauza  Chairman

2. Prof. Green Nwankwo 

3. Prof. Richard A. Anao 

4. Prof. Afolabi Soyode 

5. Prof. Sheik A. Abdullah 

6. Prof. Adebayo Akerele 

Inaugural Executive Committee 
1.    National President -    Professor Adebayo Akerele - University of Benin

st2.    1  Vice President -    Professor Nnamdi Asika - University of Lagos
nd3.    2  Vice President -    Professor P. N. O. Ejiofor - Nnamdi Azikiwe University

4.    Secretary -    Dr. B. A. Agbonifoh - University of Benin
5.    Assistant Secretary -    Professor R. O. Abiola - Fed. Univ. of Agric., Akure
6.    Treasurer -    Dr. A. E. Okoye - University of Benin
7.    Editor -    Prof B. E. Osaze - University of Benin 

8.    Business Manager -    Prof. W. Iyiegbuniwe - University of Lagos 

9.    Internal Auditor -    Prof. B. C. Osisioma - Nnamdi Azikiwe University

10.  Financial Secretary -    Dr. B. Osiegbu - University of Port Harcourt

11.  Publicity Secretary -    Dr. Ben Oghojafor - University of Lagos

12.  Member -    Professor O. E. Ogwo - Abia State University

13.  Member -    Professor Edet Iwok - University of Uyo

14.  Member -    Professor A. Akpa - Benue State Univ. Makurdi

15.  Member -    Prof. Wole Adewunmi - University of Lagos

16.  Member -    Dr. Hamgbada - University of Maiduguri
17.  Member -    Prof. C. C. Nwachukwu - University of Port Harcourt

EXECUTIVE COMMITTEE MEMBERS ELECTED ON NOVEMBER 8, 2006 
1. President Professor Nnamdi Asika
2. First Vice-President Professor W. C. Iyiegbuniwe 
3. Second Vice President Professor G. O. Yomere
4. Secretary Dr B. A. Agbonifoh
5. Assistant Secretary Dr Esther O. Adegbite
6. Treasurer Dr C. A. Okafor

7. Editor Professor B. E. Osaze 

8. Publicity Secretary Professor B. E. A. Oghojafor 

9. Business Manager Professor I. C. Achumba

10. Internal Auditor Dr Patrick Osiegbu

Ex-Officio members

11. Immediate Past President Professor Adebayo Akerele

12. Member Professor B. O. Ogundele 

13. Member Dr M. S. Sagagi

14. Member Dr Sylvester Orsaah Member
15. Member Dr P. O. Eriki
16. Member Dr O. E. Amah
17. Member Dr G. O. Melodi 

MEMBERS OF 
EXECUTIVE COMMITTEE OF THE 

ACADEMY SINCE INCEPTION 

THE BOARD OF TRUSTEES AND 

Continued on Page 6
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Continued from page 3  - NEW TAMN EXCO ROLLS OUT ITS STRATEGIC PLAN

Quality and 
timing of 
Conference 
papers and journal 
articles

1. To improve the 
quality of TAMN 
conferences.

2. To produce two 
issues of TAMN 
journal and on 
schedule

3. To improve the 
quality of articles 
published in the 
journal

3. Fix deadline for submission of conference 
papers to be at least three months before the 
conference.

1)

Stick to deadline and reject late 
submissions.

2)

Subject all submissions to triple peer review.3)

Exclude all papers that do not fall within the 
theme of the conference.

4)

Publish only papers with at least two 
positive reviews and only after corrections 
and rigorous editing.

5)

Insist on payment for accepted articles 
before publishing.

6)

FOCUSSN OBJECTIVES/TARGETS STRATEGIES/TASKS

Internal 
Communication 
with members 

Ensure members are 
abreast of developments

4.

Increase reviewers' honorarium to 
encourage early and thorough review.

7)

Index the journal and prepare it to register 
for impact factor in 2017.

8)

To produce the Academy's newsletter at 
twice yearly. 

1)

Ensure that the newsletter is top quality.2)

Improve the circulation of the newsletter3)

Appoint two correspondents in each of the 
six geo-political zones to report on activities 
in the zones for the newsletter.

4)

Commission write-ups on selected topics for 
each issue.

5)

Revenue Ensure that revenue 
doubles by October 2016

5. Seek donations from individuals and 
organisations

1)

Ensure receipt of government subvention.2)

Get the outstanding 3rd tranche of N1m 
from Tetfund

3)

Seek donations from universities.4)

Improve journal sales5)

Send demand notes to members who are 
owing. 

6)

Appoint reps in each institution where there 
are members to follow up on members to 
pay their outstanding dues

7)

Publish list of debtors on website8)

Membership To increase the 
membership by 100.

6. Visit Faculties of Management Sciences in 
selected universities.

1)

Appoint Zonal Co-ordinators to reach out2)

Give wider circulation to journal3)

Use members as ambassadors3)

5
Continued on page 13
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EMOTIONAL 
INTELLIGENCE &  
WORK BEHAVIOUR

Ekakitie Emonena Sunny 
(Ph.D)

Department of Business 
Management & Marketing

Delta State University
Asaba Campus

INTRODUCTION 

Emotions are about man and 
a b o u t  h i s  f e e l i n g s  a n d  
i n t u i t i o n s  ( p o s i t i v e  o r  
negative). Irrespective of 
arguments of scholars in the 
physical sciences to the effect 
t h a t  e m o t i o n s  a r e  n o t  
measurable and are subjective, 
the essence and importance of 
emotional intelligence (EI) as it 
impacts on managing work 
behavior productively can no 
longer be ignored. One of the 
r e a s o n s  w h y  s o m e  
organizations fail and cannot 
achieve strategic goals is the 
lack of understanding of the 
prime place of emotions and the 
application of emotional 
knowledge to  managing 
organizational people. Often 
work and the level to which 
nation-states lay emphasis on it 
h a v e  m u l t i d i m e n s i o n a l  
implications, and it determines 
the GDP and revenue levels of 
economies.

EI & WORK BEHAVIOUR: 
Conceptual Exposition

emotions,

Wikipedia (2012) defined 
Emotional intelligence (EI) as 
the ability to recognize one's 
own and other  people 's  

 to discriminate 

Continued from Page 4
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EXECUTIVE COMMITTEE MEMBERS ELECTED ON 
OCTOBER 22, 2008 
1. President Prof. W. C. Iyiegbuniwe 
2. 1st Vice President Prof. G. O. Yomere 
3. 2nd Vice President Prof. B.E.A. Oghojafor
4. Secretary Dr. P. O. Eriki
5. Assistant Secretary Dr. S. A. Abdullahi 
6. Treasurer Dr. P. I. Osiegbu 
7. Publicity Dr. S. Orsaah 
8. Editor Prof. B. A. Agbonifoh
9. Business Manager Dr. C. A. Okafor 
10. Internal Auditor Dr. (Mrs.) P. A. Isenmila  
Ex-Officio Members 
11. Management Prof. Adebayo Akerele 
12. Marketing Dr. Bamidele A. Adepoju 
13. Finance Dr. I. O. Osamwonyi 
14. Accounting Dr (Mrs) M. I. Nwoye 
15. Human Resource Mgt. Prof. A. C. Awujo 

EXECUTIVE COMMITTEE MEMBERS ELECTED ON 
FEBRUARY 24, 2011 AT THE 5TH AGM
1. President Prof. Ogwo E. Ogwo 
2. Vice President Prof. B. A. Agbonifoh 
3. Secretary Dr. S. A. Abdullahi 
4. Treasurer Dr. (Mrs) P. A. Isenmila 
5. Publicity Secretary Dr. Mande Samaila 
6. Editor-in-Chief Prof. P. O. Eriki 
7. Business Manager Prof. A. C. Awujo 

EXECUTIVE COMMITTEE MEMBERS ELECTED ON 
FEBRUARY 21, 2013 AT THE 7TH AGM
1. President Prof. B.E.A. Oghojafor 
2. Vice President Prof. Aminu Ayuba 
3. Secretary: Dr. C. A. Okafor 
4. Treasurer: Dr. Bamidele Adepoju 
5. Business Manager: Dr. Samaila Mande
6. Editor-in-Chief: Prof. Walter Ndubisi 
7. Publicity Secretary: Dr. C. Ogbuji 

1. President Prof. B. A. Agbonifoh
2. Vice President Prof. Bamidele Adepoju  
3. Secretary: Dr. Mande Samaila 
4. Treasurer: Prof. E. J. Okereke  
5. Publicity Secretary: Dr. (Mrs.) E. Odia 
6. Business Manager: Dr. C. Ogbuji 
7. Editor-in-Chief: Prof. Anayo Nkamnebe  
8. Ex-Officio: Prof. B.E.A. Oghojafor 

(immediate past President) 

CURRENT EXECUTIVE COMMITTEE MEMBERS ELECTED 
ON JULY 30, 2015

MEMBERS OF 
AND EXECUTIVE COMMITTEE OF THE 

ACADEMY SINCE INCEPTION 

THE BOARD OF TRUSTEES 
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between different feelings and 
label them appropriately, and 
to use emotional information to 

 guide thinking and behaviour.
Emotional Quotient (EQ), a 
variant of EI consists of a set of 
skills that are not directly 
related to academic ability but 
to real life challenges and how 
to overcome them. According to 
them, a manager with good 
emotional quotient will be able 
to solve problems adaptively 
and will be more competent in 
i n t e g r a t i n g  e m o t i o n a l  
c o n s i d e r a t i o n s  w h e n  
evaluating alternative choice of 
w o r k  s o l u t i o n s .  T h i s  
submission has a lot  of  
relevance in the challenge of 
managing the work behavior of 
enterprise people.  It can 
therefore be said that a manager 
whose EQ has been well trained 
and developed will easily lend 
his skills and competencies to 
modify workers behavior to 
achieve set goals. 
Goleman in his 1995 study 
categorized EI into five distinct 
dimensions namely: self-
awareness, self-regulation, 
motivation; empathy and social 
skills.

Self-awareness:  Self awareness 
is a vital component that helps a 
person to recognize and even 
regulate his/her emotions, as 
well as personal strengths and 
weaknesses. As such, the level 
of self awareness will enable a 
worker to ascertain first hand 
his task and responsibilities to 
the firm and re-direct his 
emotional experiences to 
discharge his duties directly.

NIGERIAN ACADEMY OF MANAGEMENT 
JOURNAL - GUIDE TO CONTRIBUTORS 

Introduction
Intending contributors of articles for publication are hereby requested to 
send their papers to the following email address: 
or
The Editor-in-Chief
Professor Anayo D. Nkamnebe 
Department of Marketing
Faculty of Management Sciences
Nnamdi Azikiwe University, Awka

Please find below other details about the journal and guidelines to 
contributors.

Publishers
The Academy of Management Journal is published by the Academy of 
Management Nigeria, an autonomous, independent and non-profit body of 
scholars in management. The objective of the Academy is to encourage the 
pursuit of scholarship of the highest order in Management, conduct research 
into all aspects of Management relevant to the Nigerian situation and to 
promote the development of management theory and practice. Membership 
of the Academy is open only to holders of doctorate degrees in management, 
professors of management and Chief Executive Officers of companies 
quoted on the Stock Exchange who must be holders of a minimum of a 
bachelor's degree of equivalent.

The Journal
The Academy of Management Journal, the official journal of the Academy 
was established to provide a credible forum for the development and 
propagation of management theory and practice.  It was until now published 
annually. However, with effect from January 2010, it is published twice a 
year, in January and July. Every article sent for publication in the journal is 
subjected to peer review to determine its suitability. 

Articles
The Academy of Management Journal publishes scholarly articles which are 
original in nature, make significant contribution to the theory and/or practice 
of management and have not been published elsewhere. Articles sent are 
considered for publication on the clear understanding that they have neither 
been published nor sent elsewhere for publication.

Copyright to articles published in the journal is vested in The Academy of 
Management Nigeria.

Format of Typescripts
All typescripts intended for submission for consideration for publication in the 
journal are expected to be formatted as follows:
First Page: The first page which should also serve as the cover page should 
be reserved exclusively for (i) the names (s) of the authors as they want them 
to appear in the publication (but with the surname last) (ii) the highest 
educational qualification(s) of the author(s), excluding honorary degrees (iii) 
the job title(s) and rank(s) of the  author(s) and (iv) the institutional affiliations 
of the author(s).
Second Page:  This page should repeat the title of the article but should not 
in any way disclose the identity of the authors. It should include the abstract 
which should not exceed one-third a page (typed double-space in 12 point 
arial font) and a list of the key words that may aid in literature search on the 
internet. The 12 point font size requirement is applicable to all headings, sub-

tamnigeria@yahoo.com

Continued from Page 6

Continued on Page 10 Continued on Page 8
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headings and all other contents.

The Body: Sub-headings and sections should not be numbered. However, 
tables, figures, maps and other illustrations which must be camera-ready 
should each be numbered and given a title which must be centred. All sub-
headings should be left justified.

Cited Works/References
The prescribed referencing style is the author-year format, otherwise known 
as the Harvard style. All cited works should be arranged alphabetically, using 
the surname of the first author, and placed at the end of the article but just 
before the appendices or annexures. Footnotes may be used to 
acknowledge help received from others but should be kept to the very 
minimum.

Submission of Typescripts
Authors who want their articles considered for publication should send three 
hard copies of the typescripts to the Editor-in-Chief and one virus-free soft 
copy in Microsoft Word format either by email to the Academy's email 
address or in a CD.

Publication Subsidy
Authors of articles accepted for publication are required to pay the sum of 
N10,000 (or $150 or €120) for each article to meet part of the cost of 
processing and publishing the article.

ENTREPRENEURIAL FINANCE: ON EARTH AS IT 
IS IN HEAVEN. WHO WILL NOT LOOK FOR HIS 

NAIRA AND KOBO?

By: Prof. P. O. Eriki 

163rd INAUGURAL LECTURE SERIES OF THE UNIVERSITY OF BENIN,  
22 OCTOBER, 2015  

AT THE AKIN DEKO MAIN AUDITORIUM, 
UGBOWO CAMPUS. BENIN CITY.

SYNOPSIS
Financial problems occupy a major aspect of any person, whether the 

person is a worker,  an investor, an employer of labour, an entrepreneur, a 
housewife, a husband, the newly wedded, the job seeker, the politician, and even 
the dead. There is nothing really anyone can do without finance. If you are born it 
involves money. If you are alive it involves finance. If you join politics it involves 
money. And, if you win or lose elections it involves finance. If you die it involves 
finance. Whatever and whatsoever in life, it involves finance. It is an ongoing 
challenge and battle, especially in Nigeria. This challenge has brought in its wake 
the issues of corruption, greed, unemployment, impunity, broken promises and a 
host of vices in Nigeria. In the global financial index Nigeria has not fared well. 
Inflation, devaluation of our currency has made matters worse. Over the years 
successive government has introduced one form of financial policy or the other. 
Yet, the Naira and Kobo currency has not been able to recover and return to its 
value after Nigerian Independence. Nigerians only needed to carry less of our 
currency per unit to travel to United Kingdom and all over the world. Today, one 
requires three hundred times units or more of our Naira and Kobo to be able to do 
that. Other nations on the same development bracket in the 1970s and 80s have left 
Nigeria behind in terms of the deployment of financial resources to enhance the 
welfare of their citizens. That cannot be said of Nigeria. There is need therefore to 
examine the financial tools used to provide welfare to the people, specifically, the 
Naira and Kobo.

The lecture tries to look at the origin and fundamental issue of how 
currency structure is provided for and recommended by God in heaven. This is a 
foundation upon which currency of heaven is erected. And heaven is a place every 
one wants to go to hereafter.

EMBEDDING ACADEMIC 
ORGANIZATIONAL 

CULTURE THROUGH 
MENTORING:

By:
Professor Richard Oladele Abiola 

Ph.D Business Administration, 
FAMN and FNSFR

Mentoring is “a process of informal 
transmission of knowledge, social 
capital and the psychosocial support 
perceived by the recipient as relevant to 
work,  career,  or  professional  
development. It entails informal 
communication, usually face-to-face 
and during a sustained period of time, 
between a person who is perceived to 
have greater relevant knowledge, 
wisdom, or experience (the mentor) 
and a person who is perceived to have 
less (the protégé)'' (Bozeman & 
Feeney, 2007).  

The term 'Mentor' is often synonymous 
with mentoring however refers to the 
person (which could be a teacher, 
coach, sponsor or even a peer). While 
mentoring is the process of maintaining 
an intensive and lasting developmental 
relationship between a developer, who 
provides career and psychosocial 
supports and the protégé/protégée, who 
is usually a junior person. Mentoring is 
an essential tool that embeds 
organizational culture, core values, 
foster growth and development in the 
workplace through organizational 
citizenship behavior and socialization.

According to (Tylor, 1871), culture “is 
that complex whole which includes 
knowledge, beliefs, arts, morals, law, 
custom and any other capabilities and 
habits acquired by (a human) as a 
member of society''.  Organizational 
culture is ''the set of shared, taken-for-
granted implicit assumptions that a 
group holds and determines how it 
perceives, thinks about and reacts to its 
various environments'' (Schein,1996). 
This definition highlights three 
i m p o r t a n t  c h a r a c t e r i s t i c s  o f  
o rgan iza t iona l  cu l tu re .  F i r s t ,  
organizational culture is passed on to 
new employees through the process of 
socialization. Second, organizational 
culture influences our behaviour at 
work. Finally, organizational culture 
operates at different levels. Academic 
mentoring therefore should be based on 
the basic functions of the academics- 
teaching, research and community 

Continued from Page 7

Continued on Page 10Continued on Page 9
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In the words of the Vice-Chancellor: 
The private sector is no different, as it is also not immune from this cankerworm 
of resource mismanagement. Several hithero blue-chip campanies, as well as 
booming businesses with promising turnover and increased profitability have 
gone under. Existing ones are not faring better either. The multiplier effects of 
this include job loss; fall in aggregate demand, high cost of goods and services 
in the face of limited and dwindling purchasing power and widespread poverty.

In his concluding remarks, the Vice-Chancellor observed that a nation besieged by 
problems resulting from resource mismanagement will certainly be a far cry from sustainable 
development. Finally, the Vice-Chancellor expressed his admiration towards the Academy of 
Management Nigeria for being in the fore to identify the cutting-edge panaceas that would help to 
obliterate the scourging effects of resources mismanagement.

The lead paper titled: “Extending the Scope of Mainstream Management Control System 
to Embrace Sustainability and Related Issues” was delivered by Professor A. R. Anao, the former 
Vice Chancellor of University of Benin. The paper emphasizes that sustainability reporting 
should be in the following areas. First, in the area of Economic - economic performance, market 
performance, indirect economic impacts and procurement practices. Second, Environmental -
materials, energy, water, biodiversity, emissions effluents and waste, products and services, 
compliance, transport,  overall supplier environmental assessment,  and environmental 
grievance mechanism.  Lastly, Social  labour, human rights, society and product responsibility

At the close of the opening ceremony, over 30 papers were presented and discussed by 
participants. After the rigorous scholarly deliberation, the following conclusions were reached:

1. For the present administration to attain sustainable development for Nigeria, a corrupt-
free society should be entrenched, through mustering strong will to punish offenders 
irrespective of their status in the society.

2. Higher educational institutions in Nigeria should develop and implement curricula that are 
relevant to the Nigerian economy, ecology and the society as a strategic choice for 
ensuring sustainable development.

3. That the national and corporate level decision makers should leverage on lCT 
competencies in creating knowledge driven society for sustainable development.

4. For sustainable development to be attained in Nigeria, both the government and private 
sectors should take appropriate steps toward diversifying the Nigerian economy in order 
to protect the system from the vulnerability of mono-culturism.

5. To promote sustainable development government should provide fiscal and policy support 
for organizations that promote and engaged in sustainable production and consumption.

6. That the emphasis should not only be seeking an alternate to oil in Nigeria's economy but 
government should focus more on how to effectively manage whatever resources the 
country is blessed with.

7. That government should increase budgetary allocations for education as a deliberate 
strategy for promoting sustainable development in Nigeria.

8. Given the high level of stressors in Nigerian work environment, the attainment of 
sustainable development will be a mirage if the attendant stressors are not properly 
identified and managed.

9. That the research and development functions of organizations should institute specific 
talent management  programmes whereby strategic skills can be identified, developed and 
utilized to achieve high resilient capacity for sustainable development.

10.To achieve sustainable development, government should leverage on the abundant 
management oriented skills that are found in the Academy of Management Nigeria.

Publicity Secretary,
The Academy of Management Nigeria.
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Vice Chancellor Sir, it may interest you to know that the currency of 
heaven is solid gold, and that heaven`s financial economy is entrepreneurially 
exponential. For any structure to hold in any discipline, there must be a foundation 
upon which that structure is laid. If the economy of heaven is stable, desirable, 
awesome, entrepreneurial, exponential and digitized it behoves Nigerian to 
emulate this economy on earth as it is in heaven. This inaugural lecture which is the 
163 in the Series of Inaugural lectures of this great University, University of 
Benin, is titled ENTREPRENEURIAL FINANCE: ON EARTH AS IT IN 
HEAVEN. WHO WILL NOT LOOK FOR HIS NAIRA AND KOBO?

First, the l lecture draws the attention to the Garden of Eden, where man 
first lived on earth with all the pleasures of life. And how the owner of the Garden 
planted solid gold in that land for man to prosper. Gold is the currency of heaven. 
God wanted man to prosper and grow exponentially in finance. THIS WAS 
HEAVEN ON EARTH! May the will of God be done on earth as it is in heaven.  
But this did not last long.  Man has since then wondered and wandered away from 
the currency model of God. Man introduced initially the gold standard, and later 
introduced paper money, and then virtual money. Man has never known financial 
rest since then.

However, the lecture tries to ask the question: if man did not sin, would 
man had progressed or would have been static in the Garden?  It is my candid view 
that the Garden of Eden would have progressed and expanded and covered the 
earth. God would not have planted gold in that land in the first place.  We must not 
forget the original currency model as a foundation in our currency structure. .In 
addition, the street of heaven would not have been laid or built with solid gold in 
particular and other precious metals. That in 1960, Nigeria was using penny coins 
in trade and commerce. By 2007 the Central Bank of Nigeria abandoned the use of 
the Kobo coins, for the simple reason that people do not like the use of coins. That 
the kobo coins are too heavy and tears people`s pocket. Efforts were made to 
introduce the cashless system. Yet, Nigeria and Zimbabwe are the two countries in 
Africa that do not use both the paper and coins for transactions. This is a misnomer. 

It is in this line that I observed that today we are in a digitized world. A 
world of entrepreneurship and technology.  And that there is a sudden leap or 
change in technology. And that technology is bringing enormous changes already 
in manufacturing, commerce, trade, investment, engineering, health, education, 
finance, and the way we do things in life today. There is a path line which is 
emerging for growth and development. The future is better than we think as a result 
of this technological trend. The lecture draws the attention of Nigerians to this 
emerging technological trend. I am particularly concerned because of my 
exposure to Entrepreneurship training here and abroad.  The lecture draws on the 
theory of exponential and linear theory.

I discovered that Nigerians have been thinking linearly since the days of 
Adam. We live in an analogue world. We see, think, and learn in the analogue form.  
Our linear thinking has robbed us of our kobo coins. We have lost the use of 
our coins. Today, we are in a digitized world. There is need to change our linear 
thinking to exponential thinking so as to benefit from the exponential growth 
benefits. It will lead to more employment of resources, reduction in the prices of 
goods and services. It will provide variety of options and possibilities to Nigerians 
as it is already happening in some developed countries like Germany and USA.

I discovered that God was the first to teach our fore fathers how to 
think entrepreneurially and exponentially.

I shared my experience in the lecture about how exponential thinking has 
made other countries to benefit from using their coins to create jobs, and provide 
welfare to their people. These countries have economies operating cashless 
systems.  Yet, they have many coin denominations in their currency.  I shared my 
research results on the e-payment channels introduced by the CBN in its attempt to 
introduce the cashless system in Nigeria. The results show that cash still dominates 
other e-payment channels. Cash cannot be wished away from our transactions. 

The implication of this result is that if Nigeria follows the path of 
exponential growth the kobo coins can be digitized, disrupted, demonetized, 
dematerialized, and still be able to use the kobo coins to honour our past heroes and 
heroines,  and preserve our culture. The lecture posits that this exponential growth 
path will enable the CBN to achieve the goal faster than the linear approach it is 
using at the moment to introduce cashless system. THERE IN NO CASHLESS 
SOCIETY WITHOUT COINS. If Nigeria is to succeed we must practice 
ENTREPRENEURIAL FINANCE: ON EARTH AS IT IS HEAVEN. WHO 
WILL NOT LOOK FOR HIS NAIRA AND KOBO that has been lost?

Self-Regulation: This embraces 
general capacity of a manager to 
engage in self control, self 
guidance, self-cautioning and 
self-discipline in the art and tact 
of managing the complexities of 
demand of various work units, 
their work challenges including 
resource deployment, knowing 
when to withhold and to 
allocate even under pressure. A 
manager, for instance, should 
develop the skills and work 
attitudes of persons under his 
span of control to accomplish 
assigned task.

Motivation: This is the drive 
that fires the passion and 
behaviour of both of workers 
and their supervisors in the 
achievement of strategic goals. 
Studies in work psychology 
suggest that workers perform 
better when their emotions are 
in tune with ends whose 
dividends accentuate their 
sense of accomplishment and 
recognition. In this vein 
managers can shoot up the 
emotions of their workers if a 
reward system promises  
defined benefits for meeting 
and exceeding work targets.

Empathy: A sufficient degree of 
empathy is required in order to 
sustain both intercultural and 
c u s t o m a r y  c h a l l e n g e s  
pertaining to choice of methods 
to employ in achieving work 
objectives  this can be important 
i n  a  w o r k f o r c e  t h a t  i s  
variegated. It is even more 
crucial  in  mult i -cultural  
settings where people from 
various parts of the world with 
diverse  work ski l ls  and 

Continued from Page 7
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development. One strategy through 
which a new faculty member (mentee) 
can learn in order to build a successful 
career in a new academic environment 
is to establish a mentoring relationship 
with a more experienced faculty 
member (mentor).

This mentor's guidance is rendered 
with an 'inside knowledge' of the 
norms, values and procedures of the 
institution and from depth of 
professional experience. Access to this 
tacit knowledge enables a mentee to 
enjoy a 'quick start' in a new academic 
environment and to receive support in 
the development of his or her academic 
career (University Teaching Services 
UTS-The University of Manitoba, 
1993).

The essential characteristic of 
successful mentoring relationship is 
that they are built around the career 
needs of the mentee. There are several 
areas of emphasis which frequently 
emerge in mentoring relationships. 
1. G e t t i n g  t o  k n o w  t h e  
institution: Through the relationship, 
mentors frequently assist new faculty 
in understanding the culture of the 
academic environment; identifying 
and utilizing resources to assist 
academic effectiveness; promoting an 
effect ive congruence between 
members  of  the facul ty;  and 
appreciating the environmental 
d y n a m i c s  i n  t h e  a c a d e m i c  
environment. 

2. Career development: Through 

this relationship mentors 

advice mentees on how 

promotional and tenure 

processes are done and 

p r o v i d e  g e n e r a l  

encouragement.

3. Professional development: 

Through this relationship, 

mentees are provided with 

constructive feedback on 

grants and research proposals; 

assistance in the development 

of a long-term research plan; 

DATA SUFFICIENCY: 
SOLUTION TO COMPLEXITY OF SOCIETY

By 
Prof. Joseph N. Mojekwu

B.Sc. (Ife), M.Sc., MBA (Lagos), M.A. (Legon-Ghana), 
Ph.D (Abeokuta), Cstat (UK), FRSS (UK)

Professor of Social Statistics  
  

An Inaugural Lecture Delivered at the University of Lagos Main 
Auditorium on Wednesday 21st October, 2015.

The lecture dwells on an important and interesting topic, Data 
Sufficiency: Solution to Complexity of Society.

Following the narratives of his love for figure, which paved way for 
his journey from Mathematics to Social Statistics and empirical studies on 
life-insurance and mortality, the author demonstrated the importance of 
data from various sources, including  population census, demographic 
sample surveys, and vital registration system.

The lecturer has made a significant contribution to the development 
of the society by informing this audience that sufficient data is necessary for 
feasibility studies, planning and development of the society, setting target, 
formulation of policies and most importantly for realistic decision-making.

He emphasized that data-keeping practice is important in the 
pursuit of sustainable development in Nigeria.

He took the audience through illustrative examples to drive home 
his contributions and vocal points:  
1. He demonstrated with his experience while serving in late Dr. Pius 

Okigbo Panel, where he handled data made available to him with 
honesty and integrity and was given a commendation letter for act of 
patriotism and service to the nation.

2. From his constructive management or analysis of the available 
insufficient data in most of his studies he found out the following:
i. Those who retire early from service tend to live more years than 

those who retire at the normal retirement age.
ii. Income inequality, maternal employment, fertility rate, maternal 

education and access to
iii. Health care services are the most predictors of infant mortality in 

Nigeria insufficient maternal education information is a major 
problem confronting women of child-bearing age.

3. Life insurance business seems to be misconstrued by the Nigerian 
insuring public due to lack of sufficient information on the activities of 
life-insurance operators and there are no sufficient data available for 
life-insurance operators to formulate effective policies.

4. He constructed a locally-based model life-table for insurance business 
so as to win back the confidence of the general public on insurance 
business and patronage.

5. He attempted to use indirect method to derive a model for estimating 
infant mortality rate in Nigeria since the data on the registration of 
births is practically absent and where available it is inaccurate.

6. He however, advocates that effort should be made to promote effective 
and efficient vital registration system so as to generate sufficient data to 
solve most of the problems militating against the development of the 
nation.

7.  Interestingly, he has educated the society on the importance of seeking 
for sufficient data in our day-to-day activities as the availability of 
sufficient data in all aspects of human endeavour should enable the 
society to sustain itself and develop.

In conclusion, most of the studies and illustrations in the lecture 
point to the fact that data are not always sufficient consequently, he 
highlighted the challenges posed by lack of sufficient data in our society in 
general.  He established that although, insurance sub-sector plays an 
important role in the socio economic well-being of a nation, Nigerians seem 
to lack interest in the business due to non-availability of sufficient data. The 
lecture clearly shows the author's significant contributions to knowledge in 
the area of lack of sufficient data for decision-making especially on the 
issues that relate to life-insurance and general well-being of the society. 

EMBEDDING ACADEMIC 
ORGANIZATIONAL CULTURE 

THROUGH MENTORING:

Continued from Page 8
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EMBEDDING ACADEMIC 
ORGANIZATIONAL CULTURE 

THROUGH MENTORING:

Continued from Page 11

and expand the networks of 

professional contacts.
Sands, Parsons and Duane (1991) 
argue that successful mentoring 
relationships are dynamic and short-
term in nature.  A successful mentee is 
characteristic of one who has the ability 
and willingness to clearly articulate 
career needs, assume responsibility for 
their own professional growth and 
development, set goals and the 
discipline to achieve them as well as 
respond positively to constructive 
feedback.
(Murray & Owen, 1991). 

Successful mentoring processes 
present variety of benefits in 
embedding academic organizational 
cultures. For example, mentees 
encompass a wide variety of results 
from psychosocial support to practical 
work-related outcomes, including the 
following: 
 growth and development of 
skills (Marshall, Adams & Cameron, 
1988); 

 prov i s ion  o f  r ece iv ing  
constructive criticism and 
encouragement regarding 
workplace  per formance  
(Kelly, 1988); 

 e n h a n c e d  a c c e s s  t o  
organizational, professional 
and technical knowledge, 
cultural norms and specialist 
information (Quinlan, 1999); 

 creation of networks and 
ongoing work relationships, 
which help to break down 
isolation (Marshall, Adams & 
Cameron, 1998) and 

 enhanced opportunities for 
personal support (which acts 
positively on confidence and 
motivation and therefore a 
decrease in stress levels) as 
stated by (Harper & Sawicka, 
2001).

Furthermore, mentors benefit from the 
reflection of their own performance 
and career growth through shared 
experience with others and the sense of 
satisfaction resulting from assisting 
others in the process of their 
development (Harper & Sawicka, 
2001).
 

CAREER PROGRESSION & 
ACADEMIC ETHICS 

By: Prof Walter C. Ndubuisi 
Introduction 

Career denotes ones professional life or progress in one's job; it is that 
one's progress through life generally.  The concept of identity in career 
progression has been of central symbolic and instrumental significance, both 
in lives of individual academics and in the workings of the academic 
profession.  This view of who is an academic and who is not, a shared sense of 
level and status and recognized titles allows, for example, peer review reports 
for assessing promotion considerations internationally.  This collective 
understanding of the participants of the view of what an academic career 
comes under pressure as institutions seek to adapt the profession to the 
requirements of that mission.  University is a universal institution; single 
institution adaptation is unlikely to succeed as it will not be universally 
recognized.  The traditional career structures and their associated behavior 
patterns cannot be out-competed by any localized alternative. (Strike, nd) 

Personal, Academic and Career Development
Personal Academic career Development (PACD) widely recognizes 

that lecturers need to tailor their teachings, learning and research to graduates' 
needs to develop employability and career management skills in order to enter 
and thrive in a global knowledge economy.  This is in line with NUC current 
thinking on career development, learning and employability by setting up 
entrepreneurial departments and development centers in Nigerian 
universities.  The PACD shows how engaging students in personal and career 
development experiences can result in powerful insights that translate into 
enhanced skills and attributes in all areas of life (Kumar, 2007)

While Personal Development Planning (PDP) is a method of 
recording achievements, identifying strengths and areas for improvement, 
reflecting on progress and setting clear goals and action plans. Personal 
Academic and Career Development explores PDP in relation to Self, 
Opportunity, Aspiration and Results (SOAR) in university education, a 
curriculum enhancement model used flexibly to integrate personal career 
development with good academic learning and employability.

The entry point of teaching career in the university system is graduate 
assistantship.  He carries out tutorial exercises under the watch of a superior, 
usually a professor.  Within a space of a year, he is expected to gain admission 
for higher degree in his field.  He continues at a stretch or in between until he 
gets his PhD.  A lecturer in the system is best described as a student of 
continuing education because as a PhD holder, he continues to learn, teach and 
research.  He remains a junior colleague until he gets to senior lecturer 
position - the hub of career service in the university. At this level, career 
development involves intensification of research and development.  To 
achieve the desired laurel, the lecturer must manage his/her time properly.

Time Management 
Balancing what you need to do with what you want to do may lead to 

accomplishment of your goal.  Many a time, we complain, "There is not 
enough time in the day".  The fact remains that there is enough time to do what 
is important in our life because you can always spell out time for your 
activities.  After all, the time belongs to us - we manage it and not the time 
managing us (Fetsch & Flashman, 1984)

Strictly speaking, we cannot really manage time; we can only manage 
ourselves.  As we acquire new skills in time management, we exercise control 
over our lives.  A key to managing our selves is to know our bearing - our 
starting point and our next action.  As reported by Dorothy Cudaback in 
Fetsch and Flashman (1984), Good time management simply means 

Continued on Page 16 Continued on Page 13
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Continued from page 5 - NEW TAMN EXCO ROLLS OUT ITS STRATEGIC PLAN

Value Delivery to 
Members.

1. To maintain 
existing services

2. To introduce 
activities that will 
be beneficial to 
members between 
annual 
conferences.

7. 1) Organise one annual conference each year 
in accordance with the current practice

2) EXCO/Secretariat to engage in regular 
communication with members.

3) Organise a case-writing and case-use 
workshop in March 2016

4) Intensive distribution of the Academy's 
journal

5) Regular publication and wide circulation of 
Academy newsletter 

6) Print and distribute the amended version of 
the Academy's constitution to members.

FOCUSSN OBJECTIVES/TARGETS STRATEGIES/TASKS

In organizations, particularly in academic organizational settings, mentors are 
often seen as leaders that fine-tune the managerial skills needed to promote 
academic organizational culture. Mentoring is primarily directed at the energies 
of individuals, but the whole organization may benefit from mentoring schemes 
as they can act as agents for change at an institutional level (Kelly, 1998), by 
providing opportunities to improve organizational communication and enhance 
relationships between colleagues. The positive outcomes can be seen in the 
retention of staff (Marshall, Adams & Cameron, 1998; Quinlan, 1999), a 
decrease in rate at which workers are absent in the workplace and increase 
organizational commitment. Mentoring can also save an organization's financial 
strength by evading training and development programs.

However, though mentoring has its benefits, it also has associated problems that 
an organization must pay close attention to while building mentoring 
relationships in the workplace as they stand to jeopardize the effectiveness of the 
mentoring scheme in  the workplace. These problems according to Harper and 
Sawicka (2001) may result from ill-defined objectives, vague or unarticulated 
expectations of the roles and responsibilities of both parties, and a lack of a 
clearly agreed duration for the relationship. These weaknesses may give rise to a 
state of dependency of the mentee on the mentor (Messervy, 1998); poor 
matching and/or relationship problems (Johnsrud & Wunsch, 1991); sexual 
exploitation or harassment (Johnsrud & Wunsch, 1991); time pressures on 
mentors who are already heavily burdened (Quinlan, 1999); and problems 
concerning double roles which arise when the mentor is the mentee's direct 
supervisor and also responsible for their performance appraisal.

In addition, to make formal mentoring schemes successful, compulsory 
participation is not advisable. It is advised that organizations source for 
individuals who are mentorable as well as mentors who have the prerequisite for 
mentorship. Furthermore, when the roles and expectations of the mentoring 
relationships are not clearly understood by both parties mentoring can be 
experienced as a purposeless intrusion, (Mckay, 1998). Therefore the mentoring 
processes should be built around well structured objectives that help the parties 
in the relationship to build organizational culture particularly in the Academic 
world.

EMBEDDING ACADEMIC ORGANIZATIONAL CULTURE 
THROUGH MENTORING:

Continued from Page 12

In 2005, five additional 
Departments were created 
i n  t h e  F a c u l t y  o f  
Management Sciences,  
University of Benin. The 
Department of Actuarial 
Science and the Department 
of Insurance were carved 
out of Banking and Finance 
D e p a r t m e n t .  T h e  
Department of Business 
Administration, the mother 
Department in the Faculty 
also birthed two of the five 
Departments into existence. 
The two Departments are 
the Department of Human 
Resource Management and 
Department of Marketing. 
The fifth Department is the 
D e p a r t m e n t  o f  
Entrepreneurship. Four of 
t h e s e  n e w l y  c r e a t e d  
Departments are currently 
h e a d e d  b y  T A M N  
members.

CREATION OF NEW 
MANAGEMENT 

SCIENCE  
DEPARTMENTS 

AT UNIBEN



methods are put as part of a team for special 
projects. Team leaders must make allowance to 
understand and 'fit-in' diverse perspectives, 
mould and integrate expertise to promote 
cohesion and goal accomplishment. 

Social skill:  This is ranked as one of the prime 
characteristics required by employers to manage 
employee behaviour. EQ has an important role 
to play in strengthening communication skills 
within and among elements in a firm. Even such 
skills also reinforce teamwork and leadership 
panache for achieving unity of direction.

ESSENCE OF EI TO ORGANIZATIONS
Goleman, Boyatzis and McKee (2002) tried to fit 
a link between effective use of EI and successful 
leadership. Their argument is that leaders are 
emotional guides influencing not only followers' 
emotions but also followers' actions. Leaders 
exert this influence through relationship 
management, motivational appeal, and goal-
setting, and the leader's emotional intelligence is 
necessary to effectively perform these efforts. 
EI is essential in skills and competencies 
development. The work of Bar-On (2005) 
provides a sound theoretical basis for 
understanding a cross section of inter-related 
emotional and social competencies, skill, and 
factors that determine how effectively we 
understand and express ourselves in the work 
place to cope with routine and dynamic work 
challenge.

Lastly, EI has capacity for self awareness. Bar-On 
(2005) articulates these to include:
 the ability to recognize, understand, and 

express  emotions and feelings;
 the ability to understand how others feel and 

relate with them;
 the ability to manage and control emotions
 the ability to manage change, adapt and solve 

problems of a personal and inter-personal 
nature, and

 the ability to generate positive effect and be 
self-motivated.

The Specific Implication of EI in an 
Educational System

Continued from Page 10
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The knowledge of EI will help the academics to be 
effective in the following ways. The academics 
will find it easy to:


 Understand the mood of their students and 
colleagues

 Sense when things are not right with their 
students and colleagues

 Be sensitive to the feelings and emotions of 
students and colleagues

 Solicit and share the views of their students and 
workmates

 Express their feelings of disagreement to 
students and colleagues are in bad moods

 Add value to other peoples' lives by helping 
them to achieve their life goals

 Be able to keep secrets
 Counsel others
 Make good impression on others
 Be tenacious in the face of challenges
 Motivate themselves to achieve goals
 Control their mood/emotions when annoyed 

by students and colleagues
 Make their own lives meaningful
 Identify their areas of strengths and weaknesses
 Rely less on others
 Develop self confidence 

CONCLUSION
Understanding EI and using it to drive work 
attitudes is of utmost importance to forward 
looking firms. It helps to integrate the total efforts 
of the work force for productive gains. It can 
happen across several levels: at the intrapersonal 
level where a worker is aware of himself and 
understands his strength and weakness as regards 
his duties. On the interpersonal level  EI  is of prime 
essence where his is expected to be emotionally 
and socially intelligent  this include his ability to 
be aware of other's emotions, feeling and needs, 
and to establish and maintain cooperative, 
constructive and mutually satisfying work 
relationships.
Thus, the manager can be emotionally intelligent 
to effectively manage the matrix of personnel, 
their work behaviour and environmental 
challenges (internal and external) by being 
realistic and dynamic in providing solutions to 
problems and matters of policy that are decisional.



15

Volume 2 | Issue 1 | January 2016

Prof. B. A. Agbonifoh
Department of Business Admin. 

Faculty of Management Sciences 
University of Benin. 

agbonifoh@yahoo.com 

PRESIDENT

Prof. Bamidele Adepoju
Department of Business Admin. 

Faculty of  Social & 
Management Sciences 

Bayero University, Kano. 
bamadepj@yahoo.com  

VICE PRESIDENT 

Dr. Mande Samaila 
Department of Business Admin.

College of Business & 
Management Studies 

National Open University. 
mandesamaila@yahoo.com

SECRETARY

Prof. E. J. Okereke

TREASURER

Department of Banking & Finance 
Faculty of  Management Sciences 

University of Port Harcourt. 
emeka.okereke@uniport.edu.ng

Dr. (Mrs.) E. Odia

PUBLICITY SECRETARY 

Department of Business Administration 
Faculty of Management Sciences 

University of Benin. 
edyy2002ng@yahoo.com

Prof. Anayo Nkamnebe

EDITOR  

Department of Marketing 
Faculty of Management Sciences 
Nnamdi Azikiwe University, Awka. 

nkamnebe@yahoo.com

Dr. C.N. Ogbuji 

BUSINESS MANAGER

Department of Marketing 
Faculty of  Management Sciences 

University of Port Harcourt 
chiogbuji@yahoo.com

Prof. B.E.A. Oghojafor 
(immediate past President) 

EX-OFFICIO

Department of Business Administration 
Faculty of Business Administration 

University of Lagos.
akpoyomareo@yahoo.co.uk

Meet the Current Members of the Executive Council of TAMN

This lecture succinctly reviewed 
motivational theories and the 
associated components of fear, 
incentive and attitude.  As a 
behavioural aspect of management it 
suggests and advices that fear should 
be structured in organizations to 
prevent negative behaviours and 
sustain positive ones.  Fear is a 
c ruc ia l  mot iva tor  in  a l l  our  
organizations as industrial culture is 
not part of us.  Most Nigerians find it 
difficult to comply to rules and 
regulations without an element of 
fear.  This is seen in all walks of life.  

FEAR MOTIVATION: AN ORGANISATIONAL
EXPERIENCE FOR NATIONAL DEVELOPMENT

 

By
PROF. AUSTIN C. AWUJO

B.Sc, M.Sc (Louvain)  M.Sc (Prossels), Ph.D (Louvain)
15th Inaugural Lecture of Imo State University.

Without fear motivation a typical 
Nigeria is disrespectful to law and 
order.  The war against indiscipline 
with its fear component, succeeded in 
bringing Nigerians to queue at bus 
stops, banks, airports, petrol stations, 
etc.  At times, the leaders are the chief 
offenders and their subordinated tend 
to imitate them. 

The presence of fear motivation 
flagged by EFCC and Independent 
Corruption Practices Commission 
(ICPC) have restrained them to an 
extent.  Fear motivation structured 
into every contract of employment 

and student handbook has also 
contailed corrupt practices and 
examination malpractice.  The fear 
motivation of dismissal and court 
martial for those in the forces has its 
own positive effect.     It recommends 
a m o n g s t  o t h e r s  t h a t  e v e r y  
organization or institutions should 
s p e l t  o u t  t h e  r e w a r d s  a n d  
punishments attached to every 
position   Fear motivation should be 
structured into every contract of 
employment.  It is not there to scare 
or threaten a worker but to support 
and strengthen ethical code.  Fear 
motivation should remind leaders that 
after their tenure of office,  they are 
accountable for all they did whole in 
office.  If leaders are found guilty, all 
ill-gotten wealth should be forfeited.  
Sins should be paid not after death 
but while alive (even at retirement).



“decoding what you want to get out of life and efficiently pursuing these 
goals”.  Time Management does not mean being busy all the time - it means 
using your time the way you want to use it - which can include large doses of 
day dreaming and doing nothing.  Good time management brings with it 
increased relaxation, less stress, more satisfaction and greater 
accomplishment in ones career.  Good time management goes with good 
academic behavior and discipline.
Good Academic Behavior and Discipline 

Good academic behavior and discipline is a working document which 
serves as a behavioral control mechanism at work place in accordance with its 
organizational structure.  The organizational structure of a university is a 
simple one of line function of authority, responsibility and reporting.  For 
career progression with ease, satisfaction and relaxation, one has to marry the 
time management and the document.

Career Progression and Publication 
As an academic, all the rights of passage in the system must have to be 

adhered to precisely and timely such as
 Integrity of the lecturer must never be in doubt 
 Punctuality to lecture 
 Conducting continuous assessment and making results available 

before the main examination
 Avoiding such irregularities termed as "sorting"
 Allotting time to family and friends -extra curricular activities
 Attending statutory meetings
 Allotting time for research and development 
 Attending and presenting papers in learned conferences and 

workshops 
 Publishing at least three refereed journal articles yearly 
 Having a focus on research interest and professionalism 
 Monitoring 

Diligently, promotion is earned and not grabbed.  Rapid labor 
mobility has given way to bogus claims and promotions.  This is given much 
concern as patience, discipline, integrity and mentoring lack in the system.  
This must be guided against so that the citadel learning is not eroded.

Conclusion 
Beginning to take charge of your career progression is to give yourself 

several good reasons for wanting to manage your time better as it will 
enormously help for example, to earn more money, to increase productivity, to 
free yourself to find the kind of idleness that fosters cultivation of the mind, to 
spend more time with family and friends (Fetsch & Flashman, 1994)

In the same sense, the first step towards turning your career 
progression into reality is to evaluate your current time - management 
behaviors to give yourself a baseline for change.  Knowing where you stand is 
a powerful tool; without that, you cannot plan where you are going - (Fetsch &  
Flashman , 1984)

Career progression works in harmony with time management which 
is a vehicle that can carry you from wherever you are to wherever you want to 
go (Tracey, B, nd). Publication must be given a reasonable weight that will 
enable you to publish at least 3 in a year.  Publish or you perish!  Behold, my 
supervisor once told me 30 years ago, "the day you received five reject letters 
out of five refereed articles sent out is the day you started."  Do not be 
discouraged, keep on writing. As we learn, teach, research and develop 
students for employability and well being of the society, so we develop 
ourselves in career progression.

APPOINTMENT 

Prof. Enefiok Essien has 
recently been appointed as the 
new Vice Chancel lor  of  
University of Uyo.  His 
appointment took effect from 
the 1st of December, 2015. 

Continued from Page 12
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PROMOTION
SAMAILA Mande (PhD) has been 
promoted to the position of an 
Associate Professor of Marketing. 
He is  scholar  in  Bus iness 
Administration with specialization in 
Marketing Communication and 
Entrepreneurship, a professional 
and practical Human Resources 
Management expert. Presently, he 
i s  H e a d  o f  u n i t / a d v i s e r  
(CEMBA/CEMPA), School of 
Management Sciences at National 
Open University of Nigeria. He is 
also an Adjunct Research Fellow at 
t h e  S c h o o l  o f  M e d i a  a n d  
Communications, Pan-Atlantic 
University, Lagos . He was recently 
elected as the National Secretary of 
The Aademy of Management 
Nigeria (TAMN). A Faculty Member 
of Nigerian Military School of Public 
Relations, Bonny Cantonment, 
Lagos; and also a Faculty Member, 
Nigerian Military School of Medical 
Sciences, Ojo Cantonment, Lagos. 
He was the former head of  
D e p a r t m e n t  o f  M a s s  
C o m m u n i c a t i o n  I g b i n e d i o n  
University Okada where he served 
as the Sub-Dean, College of Art and 
Social  Sciences, Igbinedion 
University, Okada. He was also 
visiting lecturer at Kogi State 
University, Kogi State and Benson 
Idahosa University, Benin City, Edo 
State, Nigeria. 
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ANNOUNCEMENT

 Prof. J. N. Mojekwu  
Professor of Social 
Statistics, University of 
Lagos.

 Prof. J. E. Ezike  Professor 
of Finance, University of 
Lagos. 

 Prof. O. L. Kuye  Professor 
of Business Administration, 
University of Lagos. 
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