COMMAND AND CONTROL OF CEREMONIAL PARADE
INTRODUCTION
Military and paramilitary have been recognized for their distinctive pattern of organizing
and executing official functions. This approach has brought to limelight the inherent
disciplinary disposition and uniqueness of these settings in terms of regimentation and
uniform performance.
2.
Amongst these performances are the manner cadets or trainees passed out from
trainings, official weddings are conducted, burial of departed personnel, recognition of
public functionaries, celebrating a retired personnel, exchange of pleasantries etc.
However, the crux of this discourse would centre on the nitty-gritty of carrying out some
ceremonial parade as obtained in regimented organizations like FRSC etc.
AIMS
3.
The aim of this presentation is to discuss the command and control of ceremonial
parade for effective and efficient execution of this feat in FRSC.
OBJECTIVE
4.

After in-depth discourse of this, the participants would be able to:
a.
b.
c.
d.
e.
f.

Explain some salient terms relating to ceremonial parade
Know the purpose of ceremonial parade
Acknowledge types of ceremonial parade
Identify composition, timing and order of parade
Imbibe the command procedure
Appreciate characteristics of a parade commander

DEFINITION OF TERMS
5.
In extrapolating the above subject, some related salient terms would be defined
for better comprehension of the discourse. These are as follows:
a. Drill: This consists of certain movements by which a unit or individual are move in
orderly, uniform manner from one place to another. It is a regimented approach of
memorizing or instilling certain desired traits or actions through repetition until the
action is instinctive to the officer or marshal being drilled.
b. Ceremonial Parades: These are formations and movements in which a number of guards
or staff execute movements in unison and with precision just as in drill and in

commemoration or respect of public figure, event and/or achievements etc. However,
their primary value is to render honours and stimulate esprit de corps.
c. Parade Commander: This is the person that commands parade.
d. Alignment: A straight line on which a body of men is formed or is to form.
e. Parade Ground: This is where staff regularly gather in formations or guards for
inspection or training or regimented ceremonies like passing out or farewell etc.
PURPOSE OF CEREMONIAL PARADE
Ceremonial parade is sustained and improved on regimented organization to attain the
under listed purposes:
a. To provide a means, through ceremonies, of enhancing the morale of Officers and Men,
developing the spirit of cohesion, and presenting traditional, interesting and wellexecuted parades.
b. To boost the pride, dignity and sense of belonging of Officers and Men
c. To maintain as well as improve on the respect and unique pattern of long held traditions
and ethics
d. To aid in disciplinary training by instilling habits of precision and response to the
leader’s orders.
TYPES OF CEREMONIAL PARADE
Ceremonial parade pattern varies in view of the specific occasion it is organized for. The
following are the ceremonial parades:
1.
2.
3.
4.
5.
6.

PASSING OUT PARADE.
INDEPENDENCE/ ANNIVERSARY PARADE.
WEDDING CEREMONIES.
PULLING OUT PARADE.
BURIAL/FUNERAL PARADE.
HANDING AND TAKING OVER PARADE.

PASSING OUT PARADE
Passing out Parade is conducted in training institutions to mark the end of training for a
set of cadets or men respectively. It involves the cadets and marshals marching pass and
taking their oath of commission or attestation as the case may be.

In this parade guards are formed due to availability of cadets. The composition of each
guard is 48 cadets or Marshals and 3 Officers (one Guard commander and 2 sub-Guard
commanders). The parade usually has guards in even numbers of 2, 4, 6 or 8.
SEQUENCE OF FORMATION DURING PASSING OUT PARADE:
 Falling in/ form up of parade by RSM.
 Numbering, sizing and proving of parade by RSM.
 The flag bearers will join the parade in the front.
 The band will take position in front of the flag bearers facing the direction the
parade is to march.
 The RSM will march in the cadets/trainees into the parade ground.
 RSM will halt and advance the parade to face him.
 The cadets/trainees will form two ranks from three ranks.
 The cadets/trainees will take dressing from the right hand maker.
 The RSM will stand the cadets/trainees at ease while waiting for the arrival of the
2i/c to Adjutant to take over the parade.
 The RSM will call the cadets/trainees to attention and proceed to hand over the
parade to the 2i/c. after handing over; the RSM will march to take post with the
colour party outside the parade ground.
 The 2i/c Adjutant will draw his sword and March forward to take his position in front
of the parade. Thereafter, he halts and turns about to face the saluting dais. He will
also stand the cadets/trainees at ease.
 The Bugle is sounded for the “Guard and sub-Guard commanders” to fall in and take
their rightful positions. After the Bugle, the parade 2i/c Adjutant calls the parade to
attention. Thereafter the “Guard and sub-Guard commanders” march to the edge of
the parade ground, turn to the right facing the parade, halt and stand at ease.
 The parade 2i/c Adjutant commands the “Guards and sub-Guards commanders” to fall
into their guards. They will now assume the position of attention and draw their
swords with the assistance of the side drummer who will time their actions. Having
assumed their positions in front of their guards, they halt, turn about then take their
dressing. The parade 2i/c then stands the whole body of parade “at ease”.

 The parade Adjutant will approach the parade ground, the 2i/c calls the parade to
attention and marches forward to hand over the parade to the parade Adjutant. The
parade Adjutant takes over the parade but allow the 2i/c to march back and fall in at
the extreme left of the parade beside the last guard.
 The parade Adjutant draws his sword and march forward to take his position in front
of the parade, turns about and faces the saluting dais.
 The parade Adjutant commands “the ensign to the colour” to “march-on the colours”.
 The parade remains at attention as the colour march on, while the Adjutant, 2i/c and
other “Guard and sub-Guard commanders” flash their swords to salute the colours.
 The colour party marches into the parade ground and take position at the center half
of the parade.
 The “Ensign to the colour” commands the escort to the colour to salute.
 The parade Adjutant commands the “Guard and Sub-Guard commanders” to return
their swords to carry position.
 The Adjutant commands “the Ensign to the colour” to take post in line with the subguard commanders.
 Ensign to the colour marches the colour party to align at the centre of the guards.
 As the Parade Commander approach the parade ground, the Adjutant calls the parade
to attention and marches forward to handover the parade to the parade commander.
 The Adjutant turns to the right and marches off to take post at the extreme right of
the parade beside number one (1) guard.
 The cadets overall parade commander now takes charge of the parade by asking the
parade to “stand at ease”.
 While awaiting the arrival of the Reviewing Officer, the band may be invited to play
some background music.
 The Reviewing Officer on his arrival will inspect the Quarter Guard mounted before
proceeding to the parade ground.
 On arrival of the Reviewing Officer, he will mount the saluting dais and funfair will be
rendered by the band. Thereafter, the parade commander will call for
General/National salute to be rendered for the Reviewing Officer depending on his
status or who he is representing. This is done while the parade is at attention.

 The parade commander marches forward to the Reviewing Officer, halts, salutes and
invites him to inspect the parade. He then turns to the right, halts and waits for the
Reviewing Officer to come down from the saluting dais. He then leads the Reviewing
Officer together with the commandant flanked by flag bearers to inspect the parade
starting from the right flank of the parade.
 Inspection over, the parade Commander asks for the permission of the Reviewing
Officer to carry on with the parade. When the permission is granted, the parade
commander will salute and march to assume his position in front of the parade while
the Reviewing Officer returns to the saluting dais still flanked by the flag bearers.
 After the inspection of the parade, the parade commander will give the guards the
command “Form 3 ranks from 2 ranks, form 3 ranks” 3 ranks will be formed.
 The parade will march past in slow and quick time. Thereafter, they will halt and take
dressing from the centre.
 The parade will advance in review order by taking 14 marching paces. The body of the
parade will halt at 10 paces to the Reviewing Officer and are commanded to stand at
ease by the parade commander. Thereafter, there will be presentation of awards to
deserving cadets/trainees followed by speeches. Speeches are usually brief.
 Prayers will be rendered by the chaplain or imam for the cadets.
 The parade gives three hearty cheers to the Reviewing Officer. The parade
Commander calls for either National salute or General Salute after which he seeks the
permission of the Reviewing Officer to pass out the cadets/trainees.
 The parade then forms two ranks from three ranks. They take “inward” dressing. The
parade commander then commands the colour party to take post. The colour party will
take five marching paces and halts. The parade commander will now command the body
of the parade to turn inward. The band will play funfair and a solemn tune bidding the
cadets’ farewell from the Academy.
 The cadets file out in slow march. On approaching the salute dais, the cadets will
salute the reviewing officer by turning their faces inwards in the direction of the
Reviewing Officer. The Guard and Sub-Guard commanders will follow and Band will be
the last to file out from the parade ground.
INDEPENDENCE PARADE:
The Independence Day parade is to commemorate the National independence anniversary
day which is held on the 1st October yearly. FRSC do participate in this parade in
conjunction with other military and paramilitary organizations.

The composition, timing and order of parade are same as that of Passing out Parade just
with more Guards due to availability of officers. But the parade is always commanded by a
military officer where there is a military formation otherwise will be commanded by a
police officer especially at the state level where there is no military formation.
CEREMONIAL WEDDING:
It is customary in regimented organizations for a parade to be organized for a staff (both
Officers and Marshals) that is wedding. Specifically, swords are crossed for commissioned
Officers. The least numerical strength of sword party members is twelve (12) who formed
in file, but still more officers could participate based on their availability. Crossing sword
for officer gains it origin from past practice wherein sword was integral outfit of only
officers. However, Officers still adorn themselves with swords only on ceremonial occasion
when needs arise. This occasion is carried either at Church, Mosque, and Court Registry or
at the reception ground. The sword is presented to the celebrant at the reception ground
for the cutting of the cake. This is done on behalf of the President C-in-C as a symbol to
commemorate the wedding and for the protection of the wife. The presentation of the
sword should be done by an officer equal in rank and seniority or subordinate to the
Officer wedding. Note that sword is not crossed for Marshals.
 Arrival of the Groom: The Sword party must have formed up in two ranks facing each
other inwardly awaiting the arrival of the groom at the entrance of the event venue. As
the groom alight and stand by the Officers on parade, a funfair would be played by the
band. Thereafter, the parade commander would call the parade to attention, removal of
sword from the scabbard and General salute word of command will be given by the
parade commander where they will salute the groom in which the groom would respond
by saluting when the sword is flashed and brings down his when it is at carriage position.
 Inspection of the Parade: This is done by the leadership of the sword commander who
advances from the body of the party to welcome the groom and render the party
status. Thereafter, guides the groom in inspecting the turn out of the party members
starting from the first member on the left rank and leading to right rank and ending
with last on the right rank. Thereafter, he would take permission to carry on with the
parade. In all this, the commander’s sword is at carriage position
 Marching in the Groom: Here Officers will march in two ranks, into the church in slow
time, as they escort the groom. The groom and his best man leading. This is done in view
of sword party commander’s command. Note: head dress or gear must be removed with
the right hand to be held with the left hand with crest facing front. As they get close
to the pulpit or where the groom would sit during the event, the groom and his best man
take their seat while others turn outward or inward depending the seating pattern of
the venue; and march out from the venue.

 Marching in the Bride: This is entirely civil in which the bride would be accompanied in
by her friends and family members to take her seat after the groom must have taken
his, awaiting her arrival.
 Stepping out of the Event Venue: At this juncture, it is believed that they must have
been joined together in holy matrimony. The husband would come holding the wife with
his left hand, closely behind them are his body guard and the wife’s chief bridesmaid
and other well-wishers. They will all march out in slow time as the band plays.
 Crossing of Sword: The party members had to come out from the venue earlier before
now and form two ranks inwardly in front of the venue with their sword at carry
position at the command, Officers will draw sword, draw sword! When the groom comes
out, position himself and put on his head dress with his body guard, funfair would be
played by band. After the command: General Salute, Salute! At this, the members
would salute and the groom response appropriately saluting. Thereafter, the party
member would return to carry position at the command carry! As usual the groom would
cut down his hand to attention position. Then, at the command Officers with cross
swords, cross swords! As the sword is crossed the band plays the slow time and the
bridal train march under it to a distance. They will halt and turn about facing the party
to the church direction. By the command, parade with return sword, return sword! Here
the swords are brought to the carry position and returned to the scabbard as in sword
drill. Note: the crossing is meant for the bridal train only.
 Congratulatory

Salutation:

Here,

the

commander would issue the command,
congratulatory salute, right and left turn! In response, the right rank would turn to left
as those on left would turn to right all facing the couples. The first officer on the right
from the church takes a pace forward, turns to the right and march in quick time,
swinging only the right arm, as the left hand is holding the scabbard. Halt in front of
the husband and salute, take a pace forward shakes and congratulates him. He takes a
pace backward, salute and takes post by his side remaining at attention. Also the
officer opposite him takes pace forward as soon as the congratulating officer takes a
pace backward, and continues the exercise, the second officer, this time form up by the
side of the wife and remain at attention. Note: the right rank falls by the husband and
the left rank falls by the wife, the bridal train is now brought to the front of the
celebrant for a group photograph. Also, note that during the photograph, the two
makers by the husband and wife draw and cross their sword putting the celebrants at
the centre, while others form a semi-circle with their swords still remain in the
scabbard.

 Falling Out: At the command, a pace forward March, officers turn to the right and
salute, fall out! The officers alone take a pace forward, turn to the right and salute, at
the same time the husband receives the salute and they march out in quick time.

 Procedure at reception ground: The following activities are carried out at the reception
venue:
 The Band Positioning: The bandsmen will be placed in the reception hall where they can
see all the actions and always play the fanfare as the members of the high tables are
being appointed.
 Marching in of the Celebrant: The sword party members would strategically position
themselves in two ranks inwardly awaiting the arrival of the couple. At the arrival,
sword would be drawn and maintained at carry position at the commander’s command.
General Salute would be offered as the groom is expected to salute appropriately.
Thereafter, the Couple would be marched into the venue as was done at the wedding
venue.
 Presentation of sword: It is customarily expedient that the sword is used in cutting the
wedding cake. To this end, the commander now presents the sword of honour to the
husband, who has come out and stood in front of the cake. The commander with two
escorts will advance in slow time, with their sword at the carry position. They halt in
front of the husband and salute, then the commander takes a pace forward and say the
presidential message as follows: This is the beginningof victory, great battles have been

fought and won by the use of sword, officers are known by the sword they carry, I --------- on behalf of president & commander-in-chief and Corps Marshal, hereby present
this sword on this great occasion of your wedding though weapon of war to defend the
nation, FRSC, beautiful wife and for cutting of wedding cake. Congratulations! Then
present the sword to the husband, who returns it to body guard who slot it in the
husband scabbard and salute. Note: their hands will remain there until the fanfare is
over during receiving of sword. The commander now draws his sword, kiss and retain and
take a pace backward to align with his escort and salute. Finally, they all turnabout,
march out in quick time and halt, turn the right in single file and salute to dismiss.

 Cutting of the Cake: The cake is cut with sword and hands remain there until the
fanfare is over
 Feeding of Couples: Here the fanfare must play for the feeding of the husband alone,
but for the bride, the side drums can be tapped. Note that the husband feeds the wife
first.
 Dancing with the Husband: After the celebrants must have opened the floor by dancing
with other relatives as the M/C may deem necessary, there must be a special dance
called “Ball Room Dancing”, this is only for the officers and celebrants. Note that all
officers present will come out dance without their head dress as stipulated in
contemporary system.

 Presentation of Gifts: The groom would strategically position himself and receives gifts
and hand over to the body guard for safe keeping. During this, the husband salutes and
shake hand with his colleagues but only offer hands shake to civilians.
 Dispersal: After presentation of gifts and dance, it is believed that the event has come
to an end officially; all other functions as designed, then the Officers can now depart.
PULLING OUT PARADE:
Pulling out parade is also known as farewell parade and it is held at the instance of retiring
senior Officers who have served the nation meritoriously. These classes of senior
Officers are pulled out as a sign of respect and final farewell from the service. This is
done immediately after the farewell parade.
The composition of this parade is made up of both Officers and Marshals. The Officers
will act as Guard and sub-Guard commanders.
This parade takes the exact pattern of a Passing out Parade except that the body of the
parade will be formed by Marshals only and slight changes after the Reviewing Officers
address. They as follows.
 The parade commander will assume attention position, command the parade to
attention and give general salute. After the salute, the parade commander marches
towards the Reviewing Officer to seek permission to carry on with the parade.
Thereafter, the parade commander, guard and sub-guard commanders will flash their
swords in honour of the colour party as they step out from the parade ground.
 The parade commander will command the parade to march past in “COLUM OF
ROUTES”. The parade then turns to the right and halt. The parade commander, guard
and sub- Guard commanders take position. The band moves to the front of the parade
and halt. The parade commander will give the command “BY THE RIGHT QUICK
MARCH”. The band leads and they all march past in front of the saluting dais and
salute the Reviewing officer and march off.
 After the parade, a Land Rover with rope tied to the front will be driven to the front
of the parade where senior officers subordinate to the Officer being pulled out will
form up with the most senior who will command the pulling will stand at the
front(right) and command the Officers to pick up rope.
 The Officer being pulled out together with his spouse will enter the open Land Rover
and the senior officer on the right of the parade will command the parade to march in
slow time. They will now pull him till they get out of the gate of the premises. They
will be escorted by the band.

BURIAL/FUNERAL PARADE:
Funeral parade is organized in honour of the deceased serving personnel. All ranks are to
wear uniform. The national flag and FRSC flag will be over the coffin and prior to
interment will be folded in triangular shape and presented to the chief mourner who will in
turn present it to the next of kin. The head dress, belt, sword and boots of the deceased
should be placed on the coffin in addition to wreaths. The burial party will consist of an
Officer, senior non commission officer or Non commission officer in charge and six to
eight bearers depending upon circumstances. The rank of the bearers will depend upon the
rank of the deceased. Where these ranks are not available, junior ranks next to the rank
of deceased may be used. All ranks passing a military or paramilitary funeral will salute the
bier.
 Burial party may consist of 6-8 persons to arrive at the mortuary.
 The chief mourner receives the body from the hospital authority and hands over the
coffin to the burial party commander.
 The commander calls the burial party to attention. They march forward, carries the
coffin and lowers it into the waiting ambulance.
NOTE: Where necessary, the deceased may be brought to the office for members of the
command to pay last respect.
 At the office, all officers and men must be on ground to receive the deceased and
where necessary, a black arm band may be worn on the left hand to denote mourning.
The FRSC flag is flown at half-mast. Officer and marshals will form up in an open place
or parade ground in the command where a table must have been provided for the burial
party to place the coffin.
 The burial party gently removes the coffin from the ambulance and place on their
shoulder and marches in slow time. Members of the burial party on the right will take
right leg while those on the left will take left leg on the command “slow march”.
 Prayer session is to be offered in line with the religious belief of the deceased.
Immediately after the prayer, the commanding Officer moves to the Quarter Guard to
pay his last respect.
 The biography of the deceased may be read.
 All marshals of the command will fall in “in file” facing each other from the casket
towards the quarter guard.

 Officers will form up in a single file, move round the deceased, observe it, bow their
heads and pay their last respect by saluting regardless of the deceased rank.
 The burial party marches forward, carries the casket and puts it inside the ambulance.
 The ambulance moves slowly through the formed bodies of men and as the ambulance
approaches them, each pair of staff facing each other come to attention and salute.
 At the quarter guard, the ambulance stops and the burial party marches forward and
bring out the casket, place it on a table and open it.
 The commanding officer will observe it and pay last respect by saluting regardless of
the deceased rank. Afterwards, the burial party will carry the casket back into the
ambulance and it drives away to the place of interment. (The ambulance will be in front
and next will be the vehicle conveying the next of kin/immediate family or chief
mourner). This ends the office procession where observed.
 The burial party will march with the coffin on their shoulder into the church (where
allowed), place it on the table and also carry it out immediately after the service into
the ambulance to the burial ground.
 At the grave side, the burial party will remove the deceased from the ambulance, place
the remains by the grave side and allow all necessary religious rites and traditions of
the deceased to be observed. Where allowed, the burial party may assist the family to
lower the deceased into the grave.
 Immediately the body is lowered into the grave, the burial party commander calls the
party to attention and a farewell bugle will be played signifying the end of the burial.
The burial party will march off in quick march.
 The burial party commander before interment will remove the cap, belt, sword, shoes
and the national flag from the top of the coffin and present them to the chief mourner
who in turn presents them to the next of kin. The National flag will at this point be
folded in triangular shape before being presented.
HANDING AND TAKING OVER PARADE:
This is otherwise known as vesting day parade which is conducted to mark the end of
leadership of a commanding Officer in a command and the commencement of a new one.
 For vesting day parade, a parade of not less than two guards forms up at the parade
ground.
 RSM hands over the parade to the parade 2i/c who commands the Officers to fall in.

 The guard and sub-guard commanders take their positions in front of the guards and
observe their dressing.
 The 2i/c hands over the parade to the parade commander and 2i/c marches off and
takes his position in guard one.
 The parade commander calls the colour party to march in, the colour party marches in,
take their position and observe their dressing in line with the body of the parade.
 Arrival of the senior Officers of the command, the in-coming Commanding Officer and
out-going Commanding Officer who will serve as the special Guest of Honour, and also
inspect the Quarter Guard.
 The out-going Officer will mount the saluting dais while general salute will be rendered.
 He inspects the parade. Where it can be accommodated, the parade may march past in
slow and quick time. Thereafter, they will advance in review order and the out-going
Commanding Officer will give his farewell address and thereafter he will retire to take
his seat at the VIP stand.
 The in-coming Commanding Officer will give his own address mainly on his style of
leadership and what he intends to achieve in the command. Immediately after his
address, he will retire to the VIP stand.
 The “table party” will march in with the table to the front of saluting dais. The outgoing and in-coming commanding Officers will sit on the chairs provided at the table
and sign the handing and taking over note while the principal Officers of the command
witness.
 Thereafter, the table party marches in and remove the table from the parade ground.
 The flag/colour of the command and where the command does not have its own
separate colour; the FRSC flag may be used. The flag will be marched to the parade
ground. (This is not colour party). The Officer carrying the flag will present it to the
out-going Commanding Officer who will in turn present it to the in-coming commanding
Officer.
 The out-going commanding Officer returns to the saluting dais to receive “THREE
HEARTY CHEERS”. After this, general salute will be rendered and then the parade
commander will march towards him and take permission to carry on with the parade.
Then the parade march out in column of routes.

CHARACTERISTICS OF A PARADE COMMANDER.
A parade commander should possess the characteristics:
1.
2.
3.
4.
5.
6.
7.
8.
9.

A parade commander must have a good understanding of parade.
A parade Commander should be highly regimented.
Skilled in commanding parade and inspiring presence.
Possess an exceptional marching technique.
His vocal are loud and easily understood.
Highly responsible and reliable.
A team player.
A highly focused Officer.
A teacher and a teachable spirit.

CONCLUSION.
It is quite imperative for all cadets to learn these parades and also Officers of the Corps
to refresh their minds with the sequence of mounting and inspection of Quarter Guard.
Passing out Parade is highly a regimented parade that all officers ought to be proud to
have participated in. All should be knowledgeable in its sequence as any officer can find
himself reviewing a passing out parade in another Uniform organization.

THANK YOU FOR LISTENING!!!
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ADVANCED SWORD DRILL
Introduction:
The sword is only drawn from the scabbard on command and then only when taking part in
drills. The two main qualities that should be pursued in sword drills are
a.
b.

Accuracy
Graceful movement

When drawn the sword is always carried at the ‘carry’ with two exception
a.
When troops are matching at ease
b.
When colours are sloped
When officers are ordered to “Fall in” they will come to attention and draw their sword
before stepping off. When ordered to fall out, they will salute the senior officer,
returned their swords and fall in behind him.
AIM:
The aim of this paper is to acquaint officers or participants with the rudiments of
Advanced sword drill.
OBJECTIVES:
At the end of this paper I lecture, participants should be able to
a. Know the different methods of wearing swords.
b. Know the different methods of drawing and returning sword.
c. Know how to use the sword during funeral parades.
d. Know how to use the sword on mounted drill.
“Officers are known by the sword” they carry”, swords in drill are only carried by officer
it’s a sign of dignity and carriage for the cadre, its only commissioned officers that are
allowed to draw sword while on parade. Senior marshals can only wear the sword but can’t
draw the sword while on parade.
Wearing of Swords
The method of wearing sword varies with the hilt facing to the front and the pommel in
line with the top of the Sam Browne Belt. As the sword hilt is already facing to the front
no assistance is required by the left hand to turn the sword to the front.
Slung sword: The sword is hung on the belt hook, hilt to the rear behind the left elbow,
shoe of the scabbard to the front. The method of drawing and returning is given in
subsequent paragraphs.

Trailed sword
a. Wearing of sword. The sword is worn in this position by mounted officers, when they
are dismounted; the shoe of the scabbard when the sword is not drawn, rests on the
ground behind the left heel; the hand holds the handle of the sword, back to the hand
to the left, fingers curled around the handle, thumb around the right side. The sword
handle is forward of the body.
b. To draw swords: Grasp the top of the scabbard with the left hand and raise the sword
to the line of the waist belt; is carried out and on the third movement the scabbard is
lowered to about two inches from the ground retaining the grip with the left hand,
arm close to the side.
c. To return swords: Raise the scabbard to receive the point of the sword and carry out
the drill as laid down. On the third movement, place the shoe of the scabbard on the
ground and return the left hand to grasp the hilt.
Position of Attention
For the various methods of wearing swords the position of attention will be.
a. Sam Browne belt: The position of attention, except that the scabbard is held with
the left hand, the left arm straight, thumb curled around the front back of the hand
to the left, forefinger running down the left side, remaining fingers curled around
the back. (In some Corps and Regiments the left arm is bent outside the hilt).
b. Slung Sword: The position of attention with the hilt of the sword behind the left
elbow.
c. Trailed Sword: The position of attention except that the left hand holding the sword
in its scabbard is slightly forward of the left high.
Draw Swords
“DRAW SWORDS – ONE!
a. Grasp the top of the scabbard with the left hand and turn it so that the hilt of the
sword is pointing to the front-back of the hand to the left, fingers curled round the
scabbard thumb on the right side left elbow to the rear. At the same time take the
right hand across the body and grasp the handle of the sword, back of the hand to the
rear.
b. Draw the sword with the right hand until the forearm is horizontal and as close to the
body as possible with the pommel of the sword in line with the shoulder.
Note:
All these movements are done in sequence without pause.

c. “SQUAD-TWO!” Draw the sword sharply forward and upwards and assume the position
of the “Recover” with the tip of the sword uppermost – edge to the left, hilt in line
with the mouth, fingers curled around the handle thumb pointing upwards, back of the
hand to the front, forearm and elbow close to the chest At the same time release the
scabbard and adopt the position of attention with the left hand.
d. “SQUAD-THREE!” Bring the sword to the right side and assume the position of the
“Carry” with the blade vertical and edge to the front; change the grip during this
movement curling the fingers lightly on the forefinger and thumb, forearm horizontal,
elbow close to the side.
Note:

To ensure that the sword is upright on the march it should be held lightly balanced
and gripped by the thumb and fore finger, the finger extended giving balance.
Return Swords
a. “RETURN SWORDS-ONE!”
1. With the right hand bring the sword across the body, keeping it vertical, until
hilt is to be left of and in line with, the left shoulder. The edge is to the left
right elbow is raised. At the same time seize the scabbard with the left hand
turn it clockwise through 180 degrees with the fingers curled around the top,
thumb on the inside and the elbow to the rear.
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2. Allow the point of the sword to drop to the rear until it is parallel to the left side of
the body. Allow the handle to rotate through the fingers so that the hilt is facing the
front. When the sword point touches the scabbard, raise the sword and with the
fingers of the left hand, guide it into the mouth of the scabbard.
3. Force these word into scabbard to the position of “Draw Swords –One”
b. “SQUAD-TWO!” Place the right hand, with the palm downwards the fingers curled, on
top of the pommel and with the left hand still holding the scabbard, force the sword
onto the scabbard, with the right forearm horizontal and elbow raised.
c. “SQUAD-THREE!” Return both hands to the side. As left hand returns to the side are
the scabbards a flick to ensure that then sword twists back to the position of
attention.
Slope Swords
“SLOPE SWORDS!” Done only from the carry. Allow sword to drop back on to the right
shoulder, the forearm remains horizontal, the fingers rest on the handle and the little
finger goes behind the handles.

Stand at Ease (Sword Drawn)
“STAND AT-EASE!” Bend the left knee” and slope the sword.
Note:

The left hand remains to the side except with the trailed sword.

Stand Easy (Sword Drawn)
“SWORD-EASY!” Allow the point of the sword to fall forward and to the left so that it is
place to the ground between the feet in line with the tips of the toes. The Hilt faces right
and the hand is cupped on top of the pommel. Place the left hand on top of the right hand
and relax the body.
Saluting (At the Halt)
a. “SALUTE TO THE FRONT-ONE!” Bring sword to the recover.
b. “SQUAD-TWO!” Lower the sword swiftly to the right side to that the right arm is
straight the edge of the sword is to the left, the point is 12 inches from the ground
and in front of the right shoulder. The thumb is flat on the side of the handle and the
fingers grip the handle. The hilt is just behind the right thigh.
c. “SQUAD-THREE!” Bring the sword to the Recover.
d. “SQUAD-FOUR!” Return to the carry.
Note:
1. Marshals with the exception of Chief Inspector, on Trooping the Colour Parades, do
not salute with the sword. “Carry swords” is the compliment given.
2. Officer (Recipient of Salute) will salute when on saluting officer complete action on
“Squad Two” Remain in position of salute to drop hand simultaneously as saluting
officer completes action on “squad Four”.
Saluting on March in Slow Time
The movement starts from the carry, as the left foot comes to the ground after the word
of command “Eyes Right” or “Left” it lasts over four pace, finishing on the right foot.
There is no pause between the movement, which will be carried out as one graceful
gesture, with the hand moving at about the same speed as the feet in all movements
except the first one.
a. “SALUTING BY NUMBERS, SALUTE TO THE RIGHT-ONE” Shoot the right arm out
above shoulder high so that the pommel of the sword is in line with the top of the
shoulder. The sword is square off to the right, blade vertical edge to the right. At the
same time turn the head and eyes to the right (or left).

b. “SQUAD-TWO!” Keep the blade vertical and hand and elbow, at the same height as
for the first movement. Bring the sword round in a circular sweep across the body so
that the pommel of the hilt comes to the point of the left shoulder. The elbow is kept
level with the shoulder and the thumb remains round the handle.
c. “SQUAD_THREE!” Without a pause, continue the sweep, the sword passing through
the position of the recover, until the pommel is in front of the point of the right
shoulder. Elbow shoulder high, upper arm horizontal, hand in line with the mouth.
d. “SQUAD-FOUR!” Lowering the elbow to the side and changing the grip so that the
thumb points up the side of the handle, lower the sword to the position of the salute.
The timing is as follows:
1.
2.
3.
4.

Left foot comes to the ground shoot the right arm out
Right foot comes to the ground sword at the left shoulder.
Left foot come to the ground sword at the right shoulder.
Right foot comes to the ground point lowered to the salute.

e. “EYES-FRONT!” Given as the right foot comes to the ground. As the next left comes
to the ground, turn the head and eyes to the front and at the same time bring the
sword to the position of the recover, elbow close to the side. As the left foot next
comes to the ground bring the sword down to the position of the carry.
Saluting on the March in Quick Time
The sword will be retained at the carry. The head and eyes will be turned off on the word
of command given to the troops.
MOUNTED SWORD DRILL
To Draw Swords
a. “DRAW SWORDS ONE!” Bring the right arm across body, over the bridle arm, and
draw the sword until the hilt rests on the bridle arm. If required put the right hand
through the sword knot and take two or more turns to secure it. Grasp the handle, with
the forearm and elbow close to the body. Body is upright and shoulders are square to
the front.
b. “SQUAD-TWO!” Draw the sword sharply and bring it to the position of the recover.
c. “SQUAD-THREE!” (Position of the Carry). Force the sword down to the right thigh so
that the upper arm is vertical, elbow close to the side, wrist resting on the thigh, blade

vertical, edge to front, hilt resting on the top of the hand, first three fingers gripping
the handle, little finger behind to steady it, pommel pressed against the inside is the
thigh.
Slow Swords
“SLOW SWORDS!” Raise the forearm until it is horizontal, hand in front of the elbow and
lower the sword on to the shoulder as already detailed.
Sit At Ease
“SIT AT EASE!” (From the slope only). place both hands on the front of the saddle, right
over left, without removing the sword from the shoulder.
Return Swords
a. “RETURN SWORDS ONE!” As already detailed passing the right arm over the bridle
arm.
b. “SQUAD-TWO!” As already detailed (if necessary clearing the hand from the sword
knot)
c. “SQUAD-THREE!” Return the right hand to the side.
Proving
With the sword at the slope a man ordered to prove will come to the carry. On the
command “As you were” he will slope swords.
FUNERAL EXERCISES WITH SWORD
a. Processional troops will march with their sword reverses, but should reverse sword
before stepping off.
b. When marching in quick time the left hand will be removed from the sword and the arm
swung. The sword hilt will be allowed to drop, bringing the sword to horizontal position
under the right armpit.
SWORDS
The Reverse from the Carry
This movement will be done when soldiers reverse from the shoulder.
a. “REVERSE ARMS-ONE!” Force the sword under the right arm pit, edge uppermost, by
twisting the wrist and dropping the point of the sword to the left front; hilt on top
and in front of the right shoulder fingers of the right hand are together and straight
and to the right of handle, thumb to the left, back of the hand to the right, right
elbow against the side and the sword at an angle of 45 degree.
b. “SQUAD-TWO!” Seize the blade with the left hand behind the back, in line with waist
belt, back of the hand underneath.

Note:
The reverses from the carry will be done working on the first and third movement
of the rifles.
Change swords from the reverse
a. “CHANGE ARMS-ONE!” Return the left hand to the side and at the same time change
the grip of the right hand by placing it underneath the sword handle, thumb on the
right; the hilt to the front.
b. “SQUAD-TWO!” Pass the sword across the body into the left hand, return the right
hand to the side, rotate the hilt to the right and force the sword under left armpit,
thumb to the left fingers curled around the handle, hilt uppermost.
c. “SQUAD-THREE!” Seize the blade with the right hand behind the back, back of the
hand underneath, sword at an angle of 45 degrees. Change the position of the left
hand on the handle, so that the fingers are together and straight on the left and the
thumb is on the right with the back of the hand to the left.
To Rest on Swords Reversed from the Present
a. “REST ON YOUR ARMS REVERSED-ONE!” Bring the sword to the recover” from the
present.
b. “SQUAD-TWO!” Allow the point of the sword to fall forward and place the point
between the feet in line with tip of the toes, edge to the right, rotating the hilt to
the right. At the same time movement the grip of the right hand so that it is resting
on the pommel. Keep the elbow raised. This movement is done to a count of eight
seconds.
c. “SQUAD-THREE!” Place the left hand on top of the right with the elbow raised.
d. “SQUAD-FOUR!” Drop the elbows to the sides.
e. “SQUAD-FIVE!” Lower the chin on to the breast.
Note:
All these movements are done with dignity. The third, fourth and fifth movement are not
hurried.
Present from Rest on Arms Reversed
Before this movement is done the party must be called to attention on which command the
head and the elbows are raised simultaneously.
a. “PRESENT ARMS-ONE!” Left arm moved sharply to the side through shortest route.
b. “SQUAD-TWO!” Twist the sword clockwise so that the hilt is facing left and thumb
pointing down.
c. “SQUAD-THREE!” The sword is moved round the right thigh to the side through the
shortest route. The tip of the sword 12 inches above the ground.

Note:
This is the only exercise when present arms is done without going through the
“recover”.
CONCLUSION
Military and paramilitary parades would be incomplete without the use of the sword. All
officers are known by the sword they carry, though a weapon it also serves as an
instrument to showcase dignity, valour and pride in time of peace, as part of dressing,
ceremonial parades and celebrations.

REVIEWING OF PARADES
INTRODUCTION:
“They (soldiers) must learn to keep their ranks, obey words of command and signals by
drum and trumpet and to observe good order whether they halt, advance, retreat, are
upon a march or engage with an energy” NICHOLO MACHIVELLI ARTE DELLS GUERRA,
1520.
Parades are aimed at showcasing the level of discipline, expertise and strength of the
nation, command or unit. In simple words, parades can be described as the uniform and
orderly display of men and materials. Parade is divided into two: Routine and Ceremonial
parades.
AIM
The aim of this presentation is to discuss the step by step procedure of Parade Review in
a regimental setting.
OBJECTIVE.
This paper is basically to highlight the concepts and understanding of Parade review
sequences so as to remind participants of the need to familiarize themselves with the
procedures. Also to identify the characteristics of a review Officer.
Routine Parade: These are parades that are carried out almost on daily basis. This typeof
parade is usually called to either pass information or for inspection purposes. The following
are examples of routine parades.
1. REVEILLE: This is the first bugle call sounded in the early hours of the morning at
exactly 0600 hours. It is meant to signify the commencement of the day’s activities
during this period; the National flag will be hoisted.
2. RETREAT: Retreat is sounded at sunset to signify the end of the day’s activities i.e.
lowering the national flag and to notify sentries to start challenging intruders until
sunrise.
3. TATTOO: Tattoo is an outdoor show with the use of bugle at night to check men on
daily basis after the day’s work. This is to ensure that all personnel are back and
complete in the barracks.
4. QUARTER GUARD: Quarter Guard are mounted to showcase the discipline, alertness
and readiness of the command.
5. CHANGE OF QUARTER-GUARDS: Change of Quarter Guard parade is mounted weekly
in a command to signify the end of duty for a Quarter Guard.

6. RSM PARADE: RSM parade is more or less a rehearsal for the Commanding Officer
parades.
7. COMMANDING OFFICER’S PARADE: Commanding officer’s parade is held at RSHQ,
Zones, Sectors and Unit Command levels. In FRSC it is referred to as muster parade.
Ceremonial Parades: Ceremonial parades are parades conducted to mark important
ceremonies. In ceremonial parades people are invited within and outside the commission to
witness it. It is usually inspected and reviewed by a Reviewing Officer who is often
selected from military, Para-military or a highly placed Civilian. In ceremonial parades,
officers and Marshals are expected to dress in their number one (1) uniform, otherwise
known as ceremonial uniform.
QUARTER GUARD:
Quarter guard are mounted to show case the discipline, alertness and readiness of the
command. They are inspected by commanding Officers on daily or weekly basis as may be
convenient and also by visiting special guests to the commands. The quarter guard consists
of 9 Marshals; an SRMA AS GUARD COMMANDER, a Sentry, 6 RMAIII and a Bugler. The
Sentry is at the right side of the Quarter Guard, followed by the Bugler. The third man is
the Quarter Guard Commander and the rest of the Guards. During the inspection, the best
turned out Marshal among the RMAIIIs is selected as the stick orderly to the
commander/commanding officer for the day.
SEQUENCE FOR INSPECTING QUARTER GUARD.
 The Sentry is usually positioned at the Quarter Guard for the duty of the day. In
that position the Sentry calls out to the remaining Guards by calling out
 “Turn out the guards, guard turn up”
 The Quarter Guard Commander in the Guard room with the remaining guards comes
to attention and gives them the word of command to attention then he gives them
the word of command “shoulder arms” and then followed with the word of command
“move to the right in single file right turn”. After which he marches them to the
Quarter guard to align with the Sentry.
 On the Quarter Guard, the Guard Commander gives “mark time” and give the “Guard
Halt” followed by “With advance left turn” then “ulder arms”. The Guard Commander
gives the command “dressing! Right dress” (in taking dressing all the guards look right
while the Sentry looks straight). He finally calls “Guards eyes front” then “stand at
ease”. And wait for the Reviewing Officer.
 Quarter Guard Commander calls the Guards to attention and shoulder arm as the
Reviewing Officer mounts the saluting dais.

 The Quarter Guard Commander will give the command “General salute present arms”.
As the movement begins the Reviewing Officer remains still, the Reviewing Officer
only salutes as the right foot of the Guards move a little to the back of the left foot.
 The Bugler blows the bugle for the “General salute”. As he completes this, the
Quarter Guard Commander will give the command “shoulder arms” and the Guards will
move the riffle to the right hand side and as the foot comes to its former position of
attention, the Reviewing Officer drops his hand at the same time with the Guards.
 The Quarter Guard Commander moves a pace forward, halt and salutes with his riffle
and the Reviewing Officer receives the salute and drop his hand to the side. The
Quarter Guard Commander then introduces himself and the guards to the Reviewing
Officer and thereafter invites him for inspection.
 The Quarter Guard Commander moves a pace backwards to his position and commands
the Guards to “ulder arms”. Thereafter, the Reviewing Officer will start inspecting
the Guards from the right hand side of the Quarter Guard. He will inspect both front
and back of the Guards and return to the saluting dais by passing between the Sentry
and Bugler.
 After the inspection, the Guard Commander gives the command “General salute
present arms” then the Bugler blow the Bugle. After the general salute the Guard
Commander will take a pace forward, salute the Reviewing Officer with his riffle and
ask for permission to dismiss the Guards into the Guard room. Once the permission is
granted, he salutes again and takes a pace backward to align with the other members
of the Guard.
 The Quarter Guard Commander gives the command “Sentry stand fast, remainder
Guards into the Guard room dismiss”. While this is being done, the Reviewing Officer
will remain in his position. With the command “dismiss” the Guards will turn to the
right, hi-port their riffles, look to the left at the direction of the Reviewing Officer
at the same time the Sentry will take a step forward and present arm as the Guard
turn right, the Reviewing Officer will salute, thereafter the Guards will turn their
face to the front and march off to the Guard room. After that he disembarks the
saluting dais and proceeds to the parade ground.
MUSTER PARADE
In FRSC, muster parades otherwise known as Corps Marshal’s parade at RSHQ is
conducted on Mondays. It is inspected by Corps Marshal or his representative, at the
Zone, Sector or Unit commands the parade is inspected by the commanding Officers or
representatives.

The purpose of organizing muster parade is to inspect the turnout of both officers and
Marshals and to pass information to them.
SEQUENCE FOR INSPECTING MUSTER PARADE.
 The junior marshals from RMAIII – RMAI form up parade to be commanded by the
most senior RMAI.
 Parade is taken by the most senior RMAI to ascertain the number of Marshals
present on parade, number on guard duties, number on other duties, number on leave,
number sick, number in guard room, number absent etc. he will compile this
information and then command the parade to attention before proceeding to hand
over the parade to the most senior SRMA on parade.
 The most Senior SRMA will stand the parade at ease to enable him cross check the
parade state and to also allow other Senior Road Marshal Assistant junior to him to
join the parade. After which he calls the parade to attention and proceeds to hand
over the parade to the most senior SMI. The SRMA thereafter marches to join the
body of the parade.
 The SMI will march forward and command the parade to stand at ease. He then cross
checks the parade state submitted to him by the SRMA and also allows the other MIs
to join the parade while the SMIs form the supernumerary rank. Thereafter, he calls
the parade to attention, turnabout and hand over to the most senior ACI.
 The most senior ACI takes over the parade from the SMI. The SMI then marches to
join the supernumerary rank. The ACI stands the parade at ease. He cross checks the
parade state allows all other ACIs to join the supernumerary rank. He calls the parade
to attention and hands over the parade to the DCI who will in turn hand over to the
RSM.
 The RSM takes over the parade, confirms the parade state submitted to him and
inspects the marshals. After inspection, he calls the parade to attention and hands
over the parade to the duty Officer. The RSM marches off and takes position at the
rear of the parade in between the Officers and Marshals at the supernumerary rank.
The duty officer takes over the parade, commands the parade to stand at ease and
confirms the parade state submitted to him. At this point all Officers below the rank
of the duty Officer will fall into the parade to the right of the Marshals.
 The duty officer will then call the parade to attention and hand over the parade to
the field Officer (parade commander) of the week and thereafter join the body of
the parade. The field Officer will stand the parade at ease and conduct necessary
checks and also allow all officers of his rank and those junior to him but senior to the
duty officer to join the parade. Having done this, he commands the parade to

attention and gives “OPEN ORDER”, and stands them at ease. He then confirms the
parade state, turns and backs the parade waiting for the arrival of the Reviewing
Officer.
 As the Reviewing Officer is approaching the parade ground, the parade Commander
will assume the position of attention and command the body of parade to attention.
Then he allows the Reviewing Officer to take his position in front of the parade and
calls for General salute where the band will play(both the parade commander and
Reviewing Officer will salute till the band finish playing the general salute) thereafter
marches towards the Reviewing officer and halt at three paces to him. He then
salutes, reports the parade state, and informs the Reviewing officer that the parade
is ready for inspection. He salutes again, turn to the right, wait for the Reviewing
officer and marches together with him to inspect the body of the parade.
 The Reviewing Officer will start inspecting the front rank starting from the right
hand marker through to the back. As he is finishing the inspection of the front rank,
the right hand marker will give the front rank stand at ease.
 Same procedure will be repeated for the remaining ranks.
 After the inspection, Reviewing Officer returns to the saluting dais then the parade
commander will call the parade to attention, marches towards the Reviewing Officer,
halts, salutes and informs him that the parade is ready for his address. He salutes
again, turnabout, March towards the parade, halts, and turnabout then commands
them to stand at ease.
 The Reviewing Officer may call for prayers before his address. Regimental prayers
are divided into three (3) parts, prayers for the Officer and Marshals, FRSC
management and the nation. After the prayers, the Reviewing Officer will deliver his
address. He may call for questions if he so desires. At the end of his address , the
parade commander will come to attention, call the body of the parade to attention and
calls for General salute which will be rendered by the band after which he marches
towards the Reviewing officer, halts, salutes and seeks for permission to carry on
with the rest of the parade. After obtaining the permission and permission granted,
he will salute, turnabout, march towards the body of the parade, halts commands all
officers of the same rank of the field Officer to fall out of the parade and stands
the parade at ease.
 Thereafter, the duty Officer will march to the center of parade calls the parade to
attention, turns in the direction of the parade commander and marches towards him,
halts and salutes. He then takes permission to carry on with the rest of the parade.
He salutes again and turns about. Thereafter, he commands “all officers on to turn to
their right and salute or do not salute fall out” after which the RSM will march

forward take over the marshal parade and seek for permission to carry on with the
rest of the parade from the duty officer; when granted, the RSM will dismiss the
supernumerary rank of the Marshals and the senior SMI will march forward and seek
for permission to dismiss the rest of the parade when granted he dismiss them.
CHARACTERISTICS OF A REVIEW OFFICER
1. A Reviewing Officer is a commissioned senior Officer.
2. A highly charismatic leader.
3. Has an eloquent personality.
4. A highly disciplined officer.
5. A very neat gentle man officer.
6. A highly comported officer.
7. He is well knowledgeable in regimentation.
8. Must be an officer that is focused.
CONCLUSION.
Parade review is almost an everyday activity in any military and Para-military organizations.
Its participation is for all ranks therefore the need to acquaint oneself with its
procedures is needful. All regimental functions start and end with parade activity.
THANK YOU FOR YOUR RAPT ATTENTION!
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PATROL SUPERVISION, VETTING AND ENDORSEMENT OF PATROL REPORT
INTRODUCTION:
The Federal Road Safety Corps under the establishment Act 2007 Section (4) gives the
power to members of the Corps to arrest and prosecute persons reasonably suspected of
having committed any traffic offence and to serve such persons with court process or
notice of offence sheet. The Act has given wide powers to FRSC to prosecute all forms of
traffic offences including offences under the traffic laws of the States and FCT. See
Section 10 (10) and (11) of the FRSC Act.
AIM:
The aim of this presentation is to keep staff abreast and acquaint them with the
knowledge of patrol supervision, vetting and endorsement of patrol report after the patrol
have been duly carried out by the patrol team.
OBJECTIVES:
The participants at the end of this discussion should be able to know:
1.
2.
3.
4.
5.

Effective patrol procedures.
Problems encountered in patrol activities.
How effective patrols are carried out.
Performance of each patrol team.
Finding solutions to whatever problem the patrol team might encounter.

BODY OF DISCUSSION:
1. Patrol Supervision
According to the Cambridge Advanced Learners Dictionary supervision simply means
“When someone watches a person or activity and makes certain that everything is done
correctly, safely etc.
In our own case we want to see how patrol activities take place and how it’s done
effectively and safely. Consciousness of our mandate of enforcing road traffic laws and
our vision “to eradicate road traffic crashes and create safe motoring environment in
Nigeria’’ and our mission ‘’ to Regulate, enforce and co-ordinate all road traffic and safety
management activities through:
 Sustained Public Enlightenment.
 Effective Patrol Operations.
 Prompt Rescue Services.

 Improved Motor Vehicle Administration.
 Robust Data Management.
 Promotion of Stakeholder Co-operation.
1. In order to carry out the above mandates, personnel’s are provided by the Corps for
effective patrol operation/enforcement. Patrol Operation in FRSC context, implies the
process of engaging Personnel’s, Vehicles and or Motor Bikes, as well as other
equipment’s in manning of patrol points or stretch of highways with a view of surveying
and monitoring, educating, enforcing, rescuing road crash victims, collating data as well
as getting the road cleared of obstructions to ensure safety of lives and property on
our roads.
2. Operational Activity in FRSC also encompasses fines payment, custody and release of
confiscated and impounded property (documents, vehicles etc) and other processes of
enforcement of traffic regulations.
Detailed records of activities are also expected to be kept.
2. PLANNING PATROL
Patrol Vehicles , Motor Bikes and other equipment such as radar gun, rescue equipment/
materials (e.g hand gloves, fire man axes, Tow ropes, body bags, etc) and devices such as
P.A. system/Radio where applicable should be in good order, Patrol team should be properly
constituted and they should be properly dressed, Routes should be properly indicated on
the Roster, ensure declaration of money, Ensure all operational and rescue forms as well as
writing materials are available.
Team members shall be clean shaven, low cut hair, neatly dressed while female officers
and marshals maintain unpainted lips, limit wearing of rings to only the engagement and
wedding rings and maintain hairstyle that can be tucked into their beret, in their Combat
prepared their mind right from their houses having being aware that he/she is scheduled
on patrol roster for the day. Ensuring that he leaves his house happily, settling whatever
disagreement he might have in the house so as to avoid transfer of aggression on the road,
avoid taking anything that intoxicates, signing the attendance register.
All the members in addition, shall affix their personal Identification Number (PIN) on the
shoulder flap of their uniform, wearing their name tag and displaying their staff identify
card at the left shoulder flap of their uniform.
A patrol team comprises 3 to 4 members accompanied by a bike where applicable and is led
by an officer not less in rank than an ARC or a marshal Inspector.
It is important that the patrol team is well prepared before it goes out for patrol.

It would be most embarrassing for a patrol team to rush on patrol only to find at the
point of booking an offender that there is no notice of offence booklet or the iPad in the
vehicle or the vehicle breaks down. All the forms and relevant stationary are in the
vehicle, emergency items such as rescue kits, warning signs and first aid kits are vehicle,
ensuring that the vehicle is fit for patrol.
Every officer or marshal is expected to declare the money on them. The maximum amount
should not be more than N500.00. This amount or less than must be declared before
leaving the base. Being in possession of money in excess of the amount declared while on
patrol can lead to summary dismissal.
Patrol teams should adhere strictly to their assigned routes. Any unavoidable deviation
must be reported promptly to the base. A comprehensive report should be submitted to
the duty room at the end of every patrol including all notable events of the day e.g. assault
of marshals, attempted bribery, adverse road conditions and road crashes.
Patrol teams should avoid stopping more than two vehicles at the same time as this might
lead to a rowdy situation which may hinder effective performance/control.
Aggressive offenders who are inclined to violence should be allowed to go while the
registration number of their vehicles should be taken and forwarded to the Duty office
along with a comprehensive report of the case(s) for further action.
No pursue of offender’s vehicle. No team member should sit on the bonnet of the patrol
vehicle or appear idle on patrol while the driver must always be behind the steering.
An arresting marshal must always be very polite, friendly and firm with an offender; He
should avoid staying at the middle of the road while stopping a vehicle to avoid risking his
life.
He must ensure primary offence is detected before stopping an offender unless otherwise
it is an organized special patrol. While approaching the offender in a very polite manner
with such word as Good morning/afternoon sir, you are welcome etc at the same time
pointing out his offence and letting him to know the danger of allowing him to go with such
offence. Importantly the arresting marshal must be conversant with the various traffic
offences and their codes as contained in the Notice of offence sheet. The ‘’ Notice of
offence’’ is to be filled in quadruplet. Two copies given to the offender to take to the
bank, pink copy retained at the bank while original returned to the duty office.
Third copy is attached to the confiscated items and submitted to the duty office while
the last copy remains in the booklet.
ALL ENTRIES MUST BE WRITTEN IN CLEAR CAPITAL LETTERS.
Cancellation/mutilation should be avoided.

Name of offender should always be written with surname first followed by other names.
Ascertain name of offender through Driver’s licence, ID Card,etc.
Address of offender should be where one can trace the person, preferably office or
Company address.
The offender should be declared wanted if he bolts away with the vehicle without
receiving the ‘’ Notice of offence’’ fill the vehicle registration number.
In the case of foreign number plates, fill in addition the colours of the background and
inscription on the plates. Indicate whether the vehicle is Commercial, Private or
Government owned.
The make of the vehicle is the brand name, such as you have in ‘Peugeot’, ‘Volkswagen’,
‘Toyota’, Mercedes-Benz, BMW, ‘Kawasaki’ etc.
The model is the particular version of the vehicle as in Peugeot vehicles ‘404’, ‘504’, ‘604’
and ‘J5’ or in the Volkswagen range of: ‘1500beetle’, Jetta’, ‘Santana’ ‘Kombi’ and ‘Passat’.
The colour should be indicated and the type of vehicle ticked in the appropriate box
options provided.
Tick the box appropriate to the offence(s) committed on the reverse page of the original
copy of the Notice of offence and enter the codes in the space provided in the violation
column. Ensure location of a kilometer post or suitable landmark to indicate the location of
the contravention, as you may be required to lead the Court to the scene for clarification
in the event of litigation. This information is also required for statistical purposes.
The location is the exact point or spot on the road the offender was contravened, while
the Route is the highway or road. E.g. Location: Obollo town Junction km 30 Obollo. Route:
Obollo-Nsukka Highway. The date should be indicated and the time in standard hours i.e.
0630hrs, 0900hrs etc.
3. DRIVER’S LICENSE DETAILS
You should ascertain the genuineness of the Driver’s licence (NDL), search for the
security marks of hologram. Write out the licence number including date of issue, expiry
date and issuing state. Document to be confiscated must be original copies and not
photocopies. Where original copies of the documents are not available and there is no
other means of identification, the vehicle maybe impounded.
Documents so confiscated should be carefully noted and ticked in the appropriate box and
thereafter utmost care is required in handling them.

The offender in all cases should be directed to the Command in the area where the
offence is committed and the relevant confiscated documents be sent there. This should
be strictly adhered to most especially in cases of officers and marshals who contravene
offenders outside their Command jurisdiction when on tour or official assignments.
The time and date of reporting should be clearly indicated to rhyme with the days in which
public enlightenment lectures are given to offenders. The arresting officer should indicate
in the box provided whether he is a Regular or Special Marshal.
He should also state his personal identification number (PIN) in the box provided in full
e.g. C-01414. Furthermore, the Command should be indicated in the box labeled ‘’
Command’’.
The date the offence sheet was issued must be stated, on the reverse side of the original
copy of the offence sheet tick the box related to each of the offences committed.
Offenders shall pay their fines in any of the approved Banks as listed on the Notice of
offence sheet in any part of the Country.
FIELD REPORT FORM – FRSC OPS 003.
This Form should be completed by the Patrol Team Leader at the end of each booking and
submitted along with confiscated documents to the Duty Room officer, while writing your
Patrol report in the patrol Report Register.
4. Monitoring and Surveillance:
Ensure effective monitoring of all aspects of your operations with a view to always correct
identified mistakes and problems. You should also put in place a good surveillance
mechanism that will make you fish and flush out the bad eggs easily.
Watch over your team members against the use of sticks, iron rods or any other dangerous
objects to threaten or inflict injury on offenders. Remember that under the 1999
constitution of the Federal Republic of Nigeria (S.34) guaranteed human beings right to
dignity.
Right to dignity of human person (S.34): Every person is entitled to the dignity of his/her
person and no one shall be subjected to torture, inhuman or degrading treatment. Flogging
or beating of any person by another for any reason is unconstitutional. Any form of
torture by any means is unlawful. Under this section of the Constitution, no one shall be
held in slavery or servitude nor shall anyone be required to perform forced or compulsory
labour.

The right to dignity of Human person is a very important right to all human beings
irrespective of their status in life. Human dignity is inviolable and it must be respected
and protected. The dignity of the human person is not only a fundamental right in itself,
but constitutes the basis of fundamental rights in international law. Without dignity none
of the protections of the various legal human rights mechanisms can have real meaning,
which is why the concept has held, and continues to hold, a central place in the
international human rights framework.
In view of this, no member of the Corps is permitted to slap, beat or molest an offender in
the course of his duty.
In the same vein, it is unconstitutional for any member of the public to slap, beat or
molest any member of the Corps.
5. VETTING AND ENDORSEMENT OF PATROL REPORT
According to the Cambridge Advanced Learner Dictionary, vetting simply means “to
examine something or someone carefully to make certain that they are acceptable or
suitable” while Endorsement also means “to write something in order to give permission for
something, especially your signature in order to show its acceptance or approval.
This entails that the Head of operations or the Commanding officer on daily basis go
through the Patrol report Register to peruse the reports to examine it carefully ensuring
that the patrol reports are written by the team leader comprehensively ensuring that they
were in their assigned routes, taking note of all the notable events of the day e.g. assault
of marshals, attempted bribery, adverse road conditions and road traffic crashes.
Take-up the cases of wanted traffic offenders who violate and their numbers taken.
Taken note of how many number of booking were made and their offences. Drawing the
team leaders attention to where any fragrance in the report have been observed for
correction. Taken note of absence team member for punishment.
See attached Template of Patrol Report Form below
6. CONCLUSION:
The FRSC through operational activities has contributed positively to a better road safety
situation in Nigeria. The efforts of the entire Corps management to continuously build on
the structure of the FRSC are quite appreciative as you can see that the FRSC
Operational Manual and the Highway Code are currently undergoing review in order to
better our operational activities and to make roads safer in line with world best practice.
So all hands must be on desk to ensure that the goals of the FRSC are achieved.

Thank you for listening. God bless.
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INTRODUCTION TO UNIT COMMAND ADMINISTRATION
INTRODUCTION:
Unit Command is the third tier component of the Federal Safety Corps structure
usually staffed with Officers and Men equipped to perform administrative and
operational activities. The Officer at the helm of affairs in a Unit Command is the Unit
Commander, who is usually of the rank of Assistant Corps Commander. The Unit
Commander is in charge of the administrative activities at that level , he reports to the
Sector Commander, who in turn reports to the Zonal Commanding Officer and then to
the FRSC Management. Unit Command Administration is the management of the day-today activities of Unit Command.
AIM:
To educate participants on how to effectively administer a Unit Command.
OBJECTIVES:
i.
To enlighten participants on the functions of a Unit Commander.
ii.

To acquaint participants with the organogram of the Unit Command.

iii.

To highlight the functions of the various departments and sections at the Unit
Command level.

iv.

To highlight the skills required by a Unit Commander to function effectively.

FUNCTIONS OF THE UNIT COMMANDER
i.
To oversee the day-to day running of the unit command.
ii.

To supervise the unit Head of Operations, Unit Head of Admin. & Human Resources
as well as all Head of Units within the Unit Command towards effective discharge
of their duties.

iii.

To account for staff and maintain discipline within the command.

iv.

To disseminate information of the management and other policies of the Corps to
staff under their purview.

v.

To render weekly, monthly, quarterly and annual reports to the Corps Marshal and
Chief Executive through the Zonal and Unit Commanders.

vi.

To supervise the activities of the Command and breakdown of law and order as well
as ensure command and control in the Unit.

ORGANOGRAM OF UNIT COMMAND

UC

UAHR

UTHOOPS

Duty Room Officer

SO OPS

ICT/ COMP-OPERATOR

SO AHR

UH PRS

UH TSC

UH Accts

DIO

Servicom

UH SMP

UH Rescue

Protocol

UH F&A

UH Protocol

Logistics

USEN

Provost
Intelligence

FUNCTION UNIT DEPARTMENT AND CORPS OFFICES
OPERATION
This is headed by the Unit Head of Operations and he/she is often a Chief Route
Commander. He is saddled with responsibility of effectively driving all operational
activities within the department entails adopting strategies aimed at;
i. Enforcementii. Enlightenmentiii. Engineering
iv. Education
v. Evaluation
vi. Environment
ADMINISTRATION
The Unit Head of Admin and Human Resource is saddled with the responsibility of
handling of the Administrative functions or activities of the Unit Command.
The Administration and Human Resources functions entails;
i. Report preparation and Rendition of weekly, monthly, quarterly and annual reports
ii. Maintain discipline in the Unit Command
iii. Handle personnel information and resources as well as general administrative
activities of the Command.
TSC
i. Handles staff training and education within the Unit by the weekly In-house
lectures.
ii. Manages education of drivers by organizing training for drivers of fleet operators,
privateorganizations, government organizationand companies.
RESCUE
i. Engage in rescue operation by ensuring safety on Nigeria highways and making the
Roads Safe for Motoring public
ii. Reduce death by prompt rescue activities, effective traffic control, Clearing of
obstruction and timely transfer of crash victims to the point of medical care
iii. Reduction in injuries that could lead to death by administering first aid effectively.
SMP
i. To develop and collaborate with Men and Women of high repute towards improved
stakeholders collaboration and improve Operational activities
ii. To train and mentor NYSC/RSC as well as Junior and Senior Secondary School RSC
LOGISTICS
i. To maintain the patrol vehicles and every office equipment of the Corps
ii. To ensure that FRSC vehicle are road worthy and put to use as required

PRS
i. To organise a traffic count and collate the report for onward rendition to the
National Head Quarters.
ii. To prepare, collate and render reports monthly, quarterly and annual to the FRSC
HQ.
iii. To collate data and send the data to the appropriate authorities.
PROVOST
i. Maintain discipline in the Command and ensure proper dress protocol.
ii. Protection of the Command staff and property from danger by good relationship
with sister agencies.
iii. Report any cases of indiscipline and damage or arson to the appropriate authority
for investigation and correction as the case may be.
INTELLIGENCE
i. Gather information of threat to life of staff or mob attack against the Command.
ii. Monitor the Patrol activities to ensure it is in line operational guidelines.
iii. Monitor the activities of the command and ensure its line with Administrative
processes as stipulated.
SKILLS A UNIT COMMANDER SHOULD POSSESS.
a.

Communication skills: The Unit Commander should have good command of English.
i. Verbal Communication: Be a good speaker, to enable him address the press and
members of the public.
ii. Written Communication - Distinguish between official and personal letter.
iii. Knowledge of FRSC writing and layouts of FRSC Memos.

b.

Represent the Corps in functions within his jurisdiction, hence good speech is
required.

c.

A good public speaker and knows staff who can be trained in such functions

d.

The Unit Commander should have the ability to train and groom younger officers
to be efficient and responsible to assigned duties.

e.

The Unit Commander should develop good arbitration and alternative dispute
resolution skills

f.

The Unit Commander should possess the qualities of a good staff officer and
develop same in his staff

g.

The Unit Commander should possess the ability to motivate staff for efficient
service delivery

h.

The Unit Commander must be a good team player and must possess a big heart to
accommodate as well as captain the team

i.

The Unit Commander must be an effective manager

j.

The Unit Commander should have a good initiative and sense of jurisdiction

k.

The Unit Commander must be creative, confident and competent

l.

The Unit Commander must not be too rigid, though he should be firm

m.

The unit Commander should be disciplined and enforce the FRSC Maintenance of
Discipline, so as to maintain Command and Control

n.

The Unit Commander must possess ability to delegate schedules as fitting to
activities (Square peg in square holes)

o.

The UC should initiate and influence data collection, collation and rendering

p.

The UC must be acquainted with reports rendered, weekly, monthly and quarterly
and ensure compliance of his command to directives.

q.

The UC must not be an island, he should have good relationship with his staff,
other Units and the people of the community where he serves

r.

The UC must be involved in RT crash investigation as well as know the black sports
within his commands’ jurisdiction

s.

He must be a good planner and effective time manager

Other skills are as listed below;
Skills of /for the Unit Command Administration
1. Leadership
2. Creativity
3. Discipline
4. Friendship/friendliness
5. Innovation
6. Accommodative
7. Interpersonal skill
8. Verbal communication skills
9. Written communication skills
10. Personal Organizational skills
11. ICT
12. Customer Services skills
13. Team work
14. Personal Leadership skills
15. Bearing and Grooming
16. Technical writing

17. Supervisory
18. Strategic planning
19. Creativity/Innovations
20. Intelligence gathering
21. Technology competency
22. Arbitration skills
23. Facilitation skills
24. Conceptual skills
25. Accounting skills
26. Audit skills
27. Budget skills
CONCLUSION
1. To succeed, the Unit Command must be an all-rounder and to do that is to know
how the job is done.
2. Endeavour to spur his lieutenants to make the Officers and Men discharge their
duties to their full capacity
3. The success of a Unit Commander is the commitment of his work force and the
glory of his Command.

MANAGEMENT OF UNIT COMMAND OPERATION
INTRODUCTION:
The FRSC establishment Act, 2007 section 10 provides for the Operational arm of the
commission known as the Corps which is saddled with the onerous responsibility of
control, administration, management and enforcement of all traffic laws in Nigeria. To
effectively perform this function the Corps carved out a 3 tier system of field
Operations thus:




Zonal Command
Sector Command
Unit Command

At the unit Command level, Operations department is headed by the Unit Head of
Operations (UTHOOPS) who is expected to be a Chief Route Commander by rank. He
must be versatile, smart, courageous and enamored with robust ideas in patrol, and
rescue activities as well as intelligence gathering.
The management of Unit Commands Operations must be tailored towards’.
a. Making the highway safe for motorists and other road users.
b. Clearing of obstructions arising from Road traffic crashes or breakdown of
vehicles
c. Ensuring effective and regular patrol Operations on its routes
d. Ensuring good and healthy working relationship with stakeholders like the NURTW,
RTEAN, MTUN, ACOMORON, Security agencies as well as the host community.
e. Providing prompt rescue services to victims of RTC and other related accidents
like plane crash, flood victims, fire accident etc.
f. Liaising with other departments in the Command with a view to achieving set target
which must be in tandem with the strategic goals set out by RSHQ annually.
AIM:
To equip the participants with the requisite tools necessary for optimum performance
operationally.
OBJECTIVES:
It is expected that this lecture will help the participants to
i. Identify the types of Operations.
ii. Know the types of Operational instruments.
iii. Know how to plan an operation.
iv. Be familiar with the mobilization and deployment of human and material resources.
v. Know how to supervise operational activities at the Unit level.
vi. Be conversant with operational report rendition.

TYPESOF OPERATIONS:
Operations (patrol) is a preventive enforcement technique aimed at making road users
to conform with traffic regulation. This activity involves detection, apprehension sun,
adjudication and meting of punishment to any erring road user. Command operation at
the Unit therefore is divided into two.
a. Routine Patrol: This refers to the regular patrol activities carried out by Command
operatives on designated routes. It runs on 2 shift basis
 Morning: 0600hrs- 1300hrs
 Afternoon: 1300hrs- 1800hrs
This type of patrol includes:
i.
ii.
iii.
iv.
v.
vi.

Mobile speed control
Static speed control
Surveillance patrol
Rescue mission
Foot team patrol
Metropolitan bike patrol

b. Special patrol: This type of patrol is usually carried to specifically address some
lingering or recurring problems, it’s a form of intervention to address or correct
certain lapses noted. This type of patrol includes:
i. Mobile Court patrol
ii. Operation good morning
iii. Night patrol
iv. Free vehicle check
v. Operation Zero (xmas and new year special patrols)
vi. Eid-el-kabie and eid-el fitri (Sallah special patrol)
vii. Easter special patrol
viii. Independence Anniversary
ix. Special events (ECOWAS Heads of state meeting, sporting activities e t c)
TYPES OF OPERATIONAL INSTRUMENTS:
To effectively manage the operational activities at the unit level the Head of
Operations must be conversant with the following operational instruments among
others.







National Road traffic regulation 2012
Road maps
Federal Road Safety (est) Act, 2007
The Nigeria Highway code
The Nigeria constitution
Federal Road Safety regulations on the maintenance of discipline








The Federal Road safety strategic goals
The NRSS document
The DSSP policy
The School Bus document
The National driving school policy
The RTSSS document

PLANNING OF AN OPERATION:
It is often said that he who fails to plan, plans to fail, therefore planning of an
operation requires careful safety which is aimed at clearly spelling out duties and
responsibilities of those to be detailed during and after the operations. A Template as
designed by RSHQ will suffice.

FEDERAL ROAD SAFETY CORPS

OPERATIONS DEPARTMENT
NATIONAL HEADQUARTERS, ABUJA
Reference ……………………………………………………………………. Date …………………………………………………………
OPERATION ORDER NO…………………………………………. (SN/YEAR)………………………………………………..
OPERATION CODE ………………………………………………………………………………………………………………………….
SITUATION:……………………………………………………………………………………………………………………………………..
(Prevailing situation warranting operation)
MISSION:………………………………………………………………………………………………………………………………………….
(Where & objectives of operation spelt out)
MANPOWER DEPLOYMENT:…………………………………………………………………………………………………………
(Where personnel will be pooled from and pasted to)
EXECUTION:………………………………………………………………………………………………………………………………………
(Modalities to be embarked upon to successfully prosecute operation e.g deployment
and assignment of responsibilities)
Head of operations
………………………………………………………………………………………………………………………………………………..
(Responsibilities)
Duty Room Officer
…………………………………………………………………………………………………………………………………………………
(Responsibilities)
Field Commander
…………………………………………………………………………………………………………………………………………………
(Responsibilities)
Team/ Squad Leader
………………………………………………………………………………………………………………………………………………………………
(Responsibilities)
Logistics Officer
………………………………………………………………………………………………………………………………………………………
(Responsibilities)
Provost
…………………………………………………………………………………………………………………………………………………………
(Responsibilities)
Rescue
………………………………………………………………………………………………………………………………………………………………
(Responsibilities)

Int
……………………………………………………………………………………………………………………………………………………………….
(Responsibilities)
ADMINISTRATION:
Transport
………………………………………………………………………………………………………………………………………………………………(
Those expected for the operation to be listed out)
Communication
………………………………………………………………………………………………………………………………………………………………
(Relevant ones to be listed e.g walkie talkies. CUGs including numbers and names of
handlers)

Timing
………………………………………………………………………………………………………………………………………………………………
(Commencement, shifts etc)
Dressing
………………………………………………………………………………………………………………………………………………………………
(Dress code)
Security Equipment
………………………………………………………………………………………………………………………………………………………………
(e.g spray pepper, handcuff, stun gun etc)
f. Other equipment
………………………………………………………………………………………………………………………………………………………………
(Stretchers, flash bars etc)

Briefing
……………………………………………………………………………………………………………………………………………………………
(Time and place of briefing prelude to operation)
RULES OF ENGAGEMENT
a. Friendly Forces
Military units reroute
ii. The Police
iii. NSCDC
iv. Other system elements reroute
b. Dissidents
i. Armed Robbers
ii. Saboteurs
iii. Anti FRSC element

COMMAND & CONTROL
Coordinator
………………………………………………………………………………………………………………………………………………………………..
(Name of coordinator)
Operation Commander
………………………………………………………………………………………………………………………………………………………………
(Name of supervising Officer for the specific operation)
Grand Commander
………………………………………………………………………………………………………………………………………………………………
(Usually COMACE or highest Officer within)
Stand down Order
………………………………………………………………………………………………………………………………………………………………
(Will be at the instance of the Grand Commander)
MOBILIZATION AND DEPLOYMENT OF HUMAN AND MATERIAL RESOURCES:
Operational activities is the pivot of FRSC function, hence a successful operations
depends largely on the effort and time put in to ensure adequate mobilization and
deployment of human and material resources.
Personnel of every unit Command who are within the patrol bracket are usually engaged
in such operations with additional support from adjoining Commands. In addition
personnel from the NSCDC, Police, SSS, are also mobilized to beef up the number and
provide security backup.
In addition the following items must be made available to ensure smooth and hitch free
operations.
 Authority devices
 Rescue devices
 Protective devices
 Auxiliary devices
 Security devices
 Stationeries
 Communication devices
SUPERVISION OF OPERATIONAL ACTIVITIES IN UNIT COMMAND:
Supervision could be viewed from the perspectives of monitoring and regulating of
processes or responsibilities.
A successful operation requires close supervision which could at the level of Unit
Commander, UTHOOPS, Staff Ops, field officer down to the intelligence operatives.
Therefore the Unit Head of Operations is to ensure that.

i.
ii.
iii.
iv.
v.
vi.
vii.
viii.
ix.

Patrol vehicles are mechanically fit for the operation
Personnel to be deployed are properly briefed and primed for the operation.
Operatives are smarty and neatly dressed with PIN /Name tag affixed.
The safety and security of the patrolmen is paramount.
All the necessary devices are in place and functional
Routine and surprise checks be carried out in the duty room by the UTHOOPS,
Unit accountant or the UIO.
Ensure that aggrieved customers are properly educated and enlightened by the PE
staff duty room or duty officers.
Report of patrol activities are properly documented in all the registers.
Brief the Unit Commander adequately on operational activities of the Command.

METHOD OF SUPERVISION:
 Surprise checks
 Use of informants
 Phone calls
OPERATIONAL REPORT RENDITION:
Report rendition is a very critical requirement for assessment of operational activities
in FRSC. This subhead is allocated about 20% in the criteria for Command ranking.
Report rendition must be timely, precise and accurate with the following
characteristics;







Should be based on facts, verifiable information with valid proofs
Clear and easily understandable
Assist in decision making
Result oriented
Well organized and structured
Must follow approved or recommended format.

In the case of FRSC report rendition occupies a prime position and attracts penalty for
in accurate, late or non-rendition.
TYPES OF OPERATIONAL REPORTS:
 Patrol report
 Daily situation report (SITREP)
 Weekly executive summary
 Special patrol reports
 Operation eagle eye
 Free safety vehicle check
 Operation Zero
 Monthly and quarterly reports
 Mobile court reports
 Patrol officers assessment report
 Road traffic crash report

CONCLUSION:
Management of Unit Command operation is a topic which cannot be exhausted easily,
however it must be emphasized that anybody that is assigned this responsibility should
as a matter of necessity be one who has the field experience as a patrol operative,
intelligent, result oriented officer and above all a good human relations person with
great passion for the job.

CIVIL DISOBEDIENCE AND CROWD CONTROL IN FRSC OPERATION
INTRODUCTION
The activities of Federal Road Safety Corps (FRSC) necessarily entails engaging the
public and more often than not constraining civil liberty – a right which human being
cherish and do not give away easily. A times the FRSC – Public interaction degenerate
into serious conflict and disrespect for rule of law. Incidences of mob attack on patrol
men and outright vandalisation of FRSC offices have been recorded nationwide. Similar
incidences have befallen sister organizations such as Nigerian Police in recent times.
With the increase violence across the country under the guise of armed militia, Boko
Haran etc. our offices and men have been attacked and killed in cold blood on many
occasion. Sometimes in 2011 our office in Kano was attacked in the night and men on
guard killed in cold blood. At times, patrol men are called upon for rescue only to fall
into the hands of bad men. These incidences are as a result of reaction to our activities
in restraining civil liberty of erring motorist.
The FRSC has in its operation method tried to prevent crowd by ensuring that patrol
men do not stop more than two vehicles at a time and ensuring that all by standers at
crash scene are engaged but this lecture present a formal approach to crowd
management.
A crowd is a mass of people with common purpose. Any such public assembly or
gathering, whether for lawful or unlawful purpose, may require the response of law
enforcement. The response can range from observation to engaging in various crowd
management strategies. Of note is that crowd exhibit a blend of both lawful and
unlawful behavior which requires skill of law enforcer to discern.
AIM:
The aim of this presentation is to acquaint course participants with techniques of
combating offensive crowd in their command
OBJECTIVES:
1. Explain the different types of crowd
2. Discus different crowd causing events
3. Describe the different behaviour of a crowd
4. Highlight the various crowd tactics
5. Discus the various crowd management options during civil disobedience
TYPES OF CROWD:
1. Casual – no common bond other than what brought them there
2. Cohesive- have common bond of interest and purpose
3. Expressive- come together to deliver a message
4. Aggressive- likely to erupt in unlawful act

CROWD CAUSING EVENTS:
1. anarchists
2. Crime scene
3. Disaster
4. Labour unrest
5. Community celebration
6. Entertainment
7. Land dispute
8. Media events
9. Mobile crowd
10. Flash mob
11. Parades
12. Controversial speaker events
13. Parties/ social gatherings
14. Politics
15. Sporting events
16. Traffic collision
CROWD BEHAVIOUR DISCRIPTION:
1. lawful
2. unlawful
3. riotous
4. isolated
CROWD TACTICS
1. Nonviolent tacticsa. Verbal abuse, name calling
b. Conversation with police to distract /gain sympathy
c. Forming human barricades to impede traffic / sitting on road
d. Trespassing on government property to force mass arrest and gain notoriety
through media
e. Chaining / handcuffing themselves to each other/ object
2.
a.
b.
c.
d.
e.

Violent tactics
Arson
Bombing
Throwing of missiles (rocks, water etc.)
Throwing fire crakes reinforced with nails etc.
Firing weapon at Police/ FRSC

However, the presence of crowd is an ingredient to civil disobedience. A law abiding
crowd becomes disobedient due to the emotional stimulus of being in a crowd and the
sense of protection/unity/ justification by crowd. Issues that unite a crowd include
political grievances, urban economic conflicts, community unrest, terrorism acts, and
foreign influences. Civil disobedience means an act of violence and disorder prejudicial

to the public law and order. It include act such as riot, violence, insurrections, unlawful
obstruction or assemblages, etc.
Civil disobediences occur in places close to the particular grievance, near the cause of
grievance, close at hand to an aggrieved crowd, close to government facility which
protesters attach importance as well as at installations in urban area where their
protest may get to government
Crowd management, intervention and control strategy involves
 Establishing contact with the crowd
 Gaining verbal compliance
 Supporting and facilitating first aid activities
 Developing a traffic management/ control plan
 Using crowd control and dispersal method
 Protecting critical facilities
 Providing high visibility law enforcement presence
CROWD CONTROL OPTIONS DURING CIVIL DISOBEDIENCE
1. Take appropriate formation
The objective of crowd control formation is to prevent disorder from spreading, move
uninvolved personnel from the area, prevent unauthorized or innocent person from
entering the area and prevent escape of personnel attempting to escape disturbance.
Consequently the following formation
 Line formation- the officers form a line to push the crowd back from the
threatened area. This could be by verbal or arm signal. In arm signal, equal number
of FRSC staff move right and left of Commander facing the crowd. The hand of
the Commander is stretched sideways with palm facing down. Officers draw baton
and assume Port arms. With the weak foot forward and dragging the strong leg a
step by step is taken chanting “ MOVE”
 Echelon formation- is used to move crowd right / left. To move the crowd right,
the right hand of Commander is bent horizontally, dipping 400 while the left hand
is raised 450 down left. This will move the crowd right.
 Wedge formation- is used to split crowd apart. The base man move close to center
of crowd while the other personnel form 450 left and right. The Commander
extend both arm 450 down saying “WEDGE FORMATION MOVE”
2. Monitoring, size, location, mood
3. Identify leaders and establish communication to convey interest
4. Containment- prevent crowd from spreading using appropriate crowd control
formation/ barriers
5. Blocking- deny them advancement (close gate)

6. Dispersal- to break crowd up, verbally/ physically using the dispersal order. The
dispersal order is a proclamation declaring the gathering unlawful. It goes like this “
I KC Nwaegbe ACM, the Commandant of FRSC Academy declare this gathering
unlawful and in the name of the Head of State FRN command all gathered to
disperse immediately, failure of which regardless of your purpose is contravening
section---- of Public order and you may be arrested or compelled by use of any
other force which may inflict pain or injury on you. You may proceed through this
route. You have twenty minutes”. The proclamation is delivered with a loud speech in
multiple languages, amplified with sound system, recorded in video/ audio and
possibly displayed signage indicating unlawful assembly. Effort should be made to
gain the attention of the crowd and documentary affirmative response of crowd
members prior to declaration. During this process, the law enforcement personnel
should be positioned to the rear to confirm document hearing the declaration
7. Mass arrest and booking may result if the crowd refuses to disperse. This involves
any combination of passive/ non-compliant resistance, active resistance, assaultive,
and life threatening confrontation respectively.. consideration should be given to
the following;
 Booking / processing area- on street/ off site, there should be medical staff,
media security etc
 Designated arrest team- armed, unarmed, plain clothe
 Handcuff- release devices
 Documentation- (photo/video/written) show date, time of offence, offence
detail, arrest detail, disposition
 Computer access for record checks/ telephone
 Designated booking teams
 Personnel transportation
 Segregation issues (gender, gangs, juveniles)
 Personnel needs (restroom, water, food)interagency coordination
 Private attorney
8. Command and control issues – Any most senior rank on site is the Incident
Commander and every one report to him until a superior rank or agency surface.
During the transfer of command, the assuming authority assess the situation with
the incumbent commander, receive briefing, determine the appropriate time to take
over, document the transfer and notify others of change of guard. The leadership
responsibility depends on the agency policy/ procedure/ law, but the leader must
understand and focus on the objective- to quell the disobedience. He should be
available for decision making, accept responsibility, proactively control the
emotional response of personnel, communicate through chain of command, install
confidence, emphasize team work, recognize and address safety concerns of
personnel and continually reassess the situation and respond accordingly
9. Use of force- this depends on the severity of the crime, whether suspect pose
immediate threat to safety or resist arrest/ attempt to evade arrest. Permit me

to note that a lot of Black killed during arrest procedure in United States today die
because Police suspect they were resisting arrest. The types of force range from
mere presence of law enforcement agent, verbalization, control hold, compliance
technique, control devices, non-lethal chemical agents, electronic control devices,
impact weapon/baton, less lethal munitions’, deadly force i.e chock hold that killed
black ‘Eric Garner’ on July 17, 2014 in USA
CONCLUSION
Crowd control and civil disobedience are interdependent and the technique is dynamic
and ever evolving as technology advances. In as much as there is conflict of ideas and
opinion and inequality in the society, there will be disagreement and no one can tell
which one will lead to civil disobedience. The most gentle man in one circumstance may
be the one indicted for a crime committed when in a crowd. Law enforcers therefore
need to be on guard and regularly update themselves about new crime and how to
combat them. FRSC is a soft target to violent act because the use of Arm is still at
training stage; therefore a proactive approach to crowd management is important.

PLANNING, MOBILIZATION AND SUPERVISION OF SPECIAL PATROL
AIM
The aim of this paper is to equip participants with the knowledge of planning and
execution of special patrols.
OBJECTIVE
At the end of the presentation, the participants will be able to:
i.
ii.
iii.
iv.
v.
vi.

Identify the need for special patrol.
Plan a realistic special patrol operation.
Draft an executable operational order.
Map out a reasonable supervision plan.
Collate relevant and accurate feedback data on a special patrol operation.
Evaluate an executed special patrol.

WHAT IS A SPECIAL PATROL?
As the name implies, a special patrol is a preventive enforcement technique that is
outside routine patrols and designed to achieve specific target objectives. The duration
is clearly stated and usually very short. It is an intense concentration of personnel and
logistics resources in a coordinated approach in order to achieve specific operational
objectives. Special patrol is one of the strategies used by the Corps to achieve its
corporate goals. Special patrols can be organized at any level of the Corps strata i.e
unit, sector, zonal or national HQ.
IDENTIFICATION OF NEED FOR SPECIAL PATROL
1.
Special patrols are not just formed in limbo. They require certain basic
considerations which can be referred to as inputs. In other words special patrols are
based on the identification of certain operational gaps\needs. These can be identified
through the following:
a. Analysis of enforcement records.
Record of offences kept might show the prevalence of some offences over time, this
might warrant a special patrol targeted at such offences. On the other hand the
record may show that certain offences are not being enforced. This too may require
special operational intervention.
b. Analysis of RTC records.
Records of RTC in the command or nationwide may indicate the need for intervention
patrols. For instance the sharp rise in crashes involving tankers in the first half of year
2015 informed the special patrol code named “Operation scorpion”.
c. Analysis of past special patrols:
The objectives of past special patrols may not have been completely realized. This will
require subsequent intervention phases e.g. Operation Scorpion phase 1, phase 2,
phases 3.

d. Identification of peculiar challenges, e.g. traffic gridlocks. Some peculiar traffic
challenges may require intervention. For instance, traffic gridlocks caused by
wrongly located markets, trailers and tankers parking at obstruction, etc.
e. Corporate strategic objectives:
Special patrols may be organized in order to fulfill the Corps’ Corporate strategic
objectives.
f. Implementation of certain special (often presidential) directives:
Government may issue some executive directives which may require special intervention
patrol to carry out, e.g. Decongestion of Apapa Port in Lagos (Lagos Ports Approach
Roads Committee LAPARC)
g. As a proactive measure to manage anticipated traffic challenges e.g during festive
seasons and/or special celebrations or programs like elections, inaugurations,
Independence celebrations etc.
h. Special patrol may also be required to kick start some of the Corps’ operational
policies e.g Safe to Load, Speed Limiters, seat belt use etc.
PREPARATION OF OPERATIONAL ORDER
Operational order is a very critical component of any special patrol. This is because the
ops order gives the focus, scope and structural framework of the entire operation. It
gives official backing to the exercise and communicates to the operatives as to how the
special patrol is to be executed. A standard operational order will include the following:
a. Situation: this gives a brief introduction about the situation and the need for the
special patrol operations.
b. Mission: this includes what the Command want to achieve during the operations. It
may include focus offences, or RTC related offences that may be addressed etc.
c. Duration: this is the time period that the special patrol covers. Special patrols are
usually short as opposed to routine patrols.
d. Mode; the mode of the special patrol dictates the format i.e whether the patrol will
be in shifts and how many shifts.
e. LogisticDeployment: this involves the deployment of all auto-logistics which include
patrol vehicles, bikes, ambulances and tow trucks. Other logistics like radar gun,
cordoning tapes, first aid box, traffic cones, alcolyzers, patrolites etc may also be
deployed.
f. PersonnelDeployment: this specifies the number and cadre of staff to be deployed
for the operations.
g. Administration: This specifies responsible person(s) for specific tasks. It is very
crucial for adequate supervision and monitoring. Such responsibility persons include:
 Duty Room Officers/Marshals: all duty room Officers are to be adequately
prepared to carry out their duties of ensuring that all confiscations and







impoundments are recorded as soon as they are made while also making
confiscations available to offenders that may have paid their required fines.
Heads of Operations: All Heads of Operations are to ensure that operatives
deployed are fully briefed on a regular basis on the rules of engagement
before embarking on each days patrol operations.
Provost:
Intelligence:
Research and statistics

h. Dress Code: The dress code for special patrol operations is usually dress no 6.
i. Special Marshal Deployment: Here, it would be specified whether Special Marshals
are to be deployed for the operations and their number depending on the type of
operations.
j. Deployment of other Sister Security Agencies/Stakeholders: all FRSC sister
security agencies/stakeholders as it relates to the operational jurisdiction of the
organizing Command will be deployed for the operations.
k. Anti-FRSC Elements: the Command will also put adequate measures to combat all
anti-FRSC elements who may truncate or frustrate the execution of the operations.
Such elements includes, armed robbers, dissidents, etc.
l. Friendly Forces: the Command friendly forces may include members of the Nigerian
Police Force, Nigeria Security and Civil Defense Corps, Department of State
Services etc.
m. Security Equipment to be Employed: equipment may also be deployed to wade off
anti-FRSC elements like handcuff, baton, pepper spray, zappers etc.
n. Overall Commander of the Operation: the overall Commander of the operation is
usually the Commanding Officer, DCM Operations, Zonal Commanding Officer,
Sector Commanders, and Unit Commanders) as the case may be.
o. Grand Commander: the grand Commander is the Corps Marshal
p. Stand down order: the stand down order is usually at the instance of the grand
Commander when the patrol is organized from RSHQ. Otherwise, the Overall
Commander will give the stand down order when it is organized at field Command
level.
SUPERVISION OF SPECIAL PATROL
It is very important to supervise special patrols so as to ensure that operatives do not
deviate from the stated objectives. In view of the fact that special patrols are
organized targeting specific objectives, their areas of coverage are usually restricted.
At the RSHQ level, road network nationwide are divided into 22 (twenty two)
operational corridors. Each corridor is made up of two or more segments of routes. For
instance Ibadan – Ife – Ilesa – Akure – Owo – Ifon – Oluku is a corridor made up of six
(6) routes. For effective supervision, on a special patrol, each route is expected to have
a supervisor who will report to a Corridor Commander. In other words, each corridor is
expected to be supervised by a corridor Commander. The Corridor Commander will in
turn submit his report to the overall Commander. This line of supervision is replicated

in case of Zonal and Sector special operations especially if it has to do with interCommand patrol.
EVALUATION OF SPECIAL PATROL
Special Patrol Reports are usually collated on a daily basis. All variables especially RTC
are expected to reduce after the operations while Offenders/Offences are expected
to increase. The result of the collected and analyzed data may form the basis for
policy formulation. The analysis is also expected to confirm or otherwise, if the
objectives of the Special Patrol has been realized. Any Special Patrol Operation that
does not provide answer to the existing problems identified before the commencement
of the Special Operation is deemed to have failed. In order to establish the
effectiveness, Special Patrol conducted in a particular period may be compared to
similar ones conducted in a different period eg. End of Year Special Patrol 2014 may be
compared with End of Year Special Patrol 2015. This may established a trend in a
particular area.

CONCULSION
Special Patrol is a veritable tool used by the Corps to address certain Traffic
Management problems. It has also served as a means of establishing trends in Traffic
Management and formed the basis for Policy Formulation. It is therefore very
important that due diligence must be given to the planning and execution of any Special
Patrol.

Thank you.

UNDERSTANDING OFFENDERS PSYCHOLOGY
INTRODUCTION
According to Sigmund Freud, the way human behaves depends on three things, named
‘id’, ‘ego’ and ‘super ego’. The desire to beat traffic light is the id, fueled by a force
Freud called libido (a collective energy of life instinct and will to survive). It would be
nice to get everything on wanted, whenever and however but it is otherwise in true life.
We all know how frustrating it can be when desire is unmet. That was caused by ego.
Ego mediates and regulates and regulate between what our mind want and what one get
from the world around hence ego is perpetually in conflict with the demand of id. As if
ego was not doing the job well, the super ego supervises it by judging its performance.
Super ego is another name for conscience. The conscience often comes from society /
parental standard which one is taught while growing to make us know the right from
wrong.
Of
course,
an
offender
is
one
who
contravenes
(disobey/flout/disregard/breach) the law. One therefore wonders why some people
have committed heinous crimes in the past. You hear of public officials stealing trillions
of pounds, ritual killings, aggressive drivers to mention a few. A famous psychiatrist
once said that ‘evil men do what good men only dream of’
AIM
The aim of this presentation is to acquaint course participants with techniques of
coping with offenders’ behavior
It should be noted here that the lecture does not cover the issue of actus reus (guilty
act) and mens rea (guilty mind). For instance ‘an accessory after the fact’ is the person
who aided a crime. i.e in a hit and run case, the act of covering skid mark is actus reus,
but if the offender claim ignorance the lawyer may prove the men rea. These are legal
angle to offender behavior
OBJECTIVES
1. Discus the concept of crime and offence
2. List types of offender
3. Discuss determinants for committing traffic offence
4. Explain the trait of traffic offender
5. Explain factors affecting offending behavior
6. Strategy for deterring traffic offenders
CONCEPT
Crime can be an incomprehensible stuff. It is difficult if not impossible to creep into
offenders’ mind and establish with any degree of certainty why they did what they did.
Even when an offender prepares to talk about his crime, the reasons he gives are often
unsatisfactory. Imagine someone beating traffic light to save time. We can see that
this is the initial motive but the actual cause is different.

Above shows that asking ‘why’ is not necessarily the right question. To understand
offending behavior so that we can predict or prevent it require a different type of
analysis appropriately tagged under biological (gene, hormone, dysfunction),
psychological (personality or self-control and sensation seeking) and sociological
(poverty, subculture etc.) factors respectively.
Delinquency and abuse is caused by poverty and poor family structure (large siblings,
extended family, step father or mother and single parenting – except due to death).
Many studies have also linked criminal behavior to biological traits but personality is an
elusive thing. We cannot observe personality directly, but must infer it from a person’s
behavior pattern over the course of time. Personality is closely linked to person’s
identity and self-perception. Eysenck (1976) gave three dimensions to personality; the
first two known as neuroticism and the third psychoticism;
 Every individual is either extrovert (outgoing, sociable and impulsive) or
introvert (shy, keep to themselves)
 Individual are either stable or unstable
 Psychoticism – tendency to have mental breakdown, tough mindedness,
aggressiveness, egocentricity, coldness to other
If all three are placed in a 3 dimensional matrix, it is found that offensive individuals
(i.e drivers) are high on the scale. They are trilled, sensation seeking, willing to take
risk, low esteem depressed, and unstable extroverts. Such high risk offenders are
further classified into four sub-traits viz
Those thrilled and adventurous seeking mostly by legal means i.e sports
Experience seeking individual with desire to explore i.e travelling
Dis-inhibition (engage in criminalities and alcohol, drug abuse)
Boredom susceptible individuals
The question is therefore why do some people commit crime when a vast majority
doesn’t? This is where self-control comes in. Gottfredson and Hirschi (1990) argued
that self-control is acquired usually via good parenting. A child raised in a nurturing and
structured environment grows up realizing that certain behavior are allowed or
rewarded, whereas others are not. When the child is growing up, such rules become
internalized, and the locus of control shifts away from parents or career to the self.
Since crime can be tempting to offenders (beating traffic light seems rewarding).
Another control on the appetite for crime is social bond.
TYPES OF OFFENDER
1. First time offender – offending for the first time
2. Multiple offender – believes in the law but happen to have violated many of at
same time
3. Recidivist / Repeat offender - Falls back into prior offending habits atimes
uncontrollably

4. Recalcitrant offender – believes in the law but stubborn, unruly, disobedient,
argumentative and unwilling to obey it.
5. Reprobate – violate because of his strong disapproval / believe in the law
DETERMINANTS FOR COMMITTING TRAFFIC OFFENCE
1. Chance of being caught
2. The chance of being penalized
3. Degree of financial implication of the penalty if caught
4. Consequence if involved in crash and risk of injury (to oneself or others)
5. Gain in time or other conveniences
6. Any enjoyment derived from the offending behavior
7. Risk of damage to own or other vehicle or properties
8. Social stigma or peer approval attached to the offence or getting caught
TRAIT OF TRAFFIC OFFENDERS
1. Antisocial value (criminal thinking) – it includes criminal rationalization belief
that their criminal behavior was justified. Individuals in this category often
blame others for their negative behavior and show lack of remorse.
2. Criminal peers- individuals’ here have peers associated with criminal activities
i.e. involved in drugs or alcohol.
3. Antisocial personality- this includes antisocial behavior conducted before the
age of fifteen. i.e. running away, skipping school, fighting, possessing weapons,
lying, stealing, cheating, damage to public properties.
4. Dysfunctional family- i.e. lack of family support and such individual lack ability to
solve problem or communicate well.
5. Low self-control- inability to control temperament and impulsivity. People here
often do not plan and will fail to think before acting. Their mindset is here and
now but not the consequence of their behavior
6. Substance abuse- use of drugs/ alcohol and addiction affect one’s ability to
engage in successful and productive lifestyle.
7. Other traits- territoriality, dominating the road, competing with other vehicles,
disrespectfulness,
hostility,
vengefulness
or
retaliatory
behavior,
oppressiveness etc.
FACTORS AFFECTING OFFENDING BEHAVIOUR
1. Age- youth drivers are more impulsive
2. Gender- men are generally more aggressive drivers on expressways
3. Tribe- the behavior of people from different geopolitical region influenced by
their culture and beliefs. i.e. a Yoruba man may prostrate after committing
offence while an Hausa man may not.
4. Location- the type of offence committed varies by location. Overspeeding is
common on expressways
5. Vehicle type- the types of offence committed by Motorcycle riders is different
from that of motorist etc.

STRATEGY FOR DETERRING TRAFFIC OFFENDERS
1. Deterrence: This is enforced with penalties. Penalties helps to discourage driving
offences and reduce the risk of re-offending either directly or indirectly through
societal pressure or from the threat of more severe penalties in the event of
future offence. Note that penalty will fail if not followed with enforcement. A
fixed penalty is used to reduce the burden of dealing with too many
incontrovertible offences which may border the court process, increase penalty
processing capacity, resulting in a much higher risk of being apprehended. The fines
imposed have the capacity to punish the offender without having undue effect on
the family as would disqualification and imprisonment. The penalty point provides a
constant reminder to individual motorist that further points will lead ultimately to
Loss of license, though this may not reveal itself until a number of points has
already been accumulated
2. Retribution- (watching real-time crash or scene video) is used to signal societal
disapproval of a particular offence since the penalty imposed need to reflect both
societies’ view of a 'Just' response and some element of individual retribution.
Restorative justice confront offender with consequence of their action and make
him provide reparation to the victim. Though not widely used, retribution can reduce
re-offending rates
3. Restraint- Such as withdrawal of freedom including opportunity to drive is a
powerful sanction feared by most drivers since ones day to day activities are
constructed and adapted to the use of car. While disqualification has both
deterrent and restraint, its potency is eroded by the two. For instance most
motorists do not know offences for which they can be disqualified. Though
enforcement of disqualification is applied differently on various offences in Nigeria,
in countries like Britain where it is partially effective, it is only applied on drink/
drunken related offences. It is not helpful that the deterrent effect of license loss
from unlawful driving behavior is reduced by the availability of such policies.
Disqualification losses its effect when the number of disqualified drivers, driving
illegally increases. Other restraint measures are vehicle impoundment and
imprisonment of drivers.
4. Reformation-Such as verbal (word of advice) and written warning can reduce reoffending and is more relevant to the offending behavior than other penalties, but
still retaining its status as a sanction or penalty for a misdemeanor.
5. Rehabilitation- Warning driver improvement scheme and re-testing, are hardly given
for serious offences like drunk driving.

GEOGRAPHIC INFORMATION SYSTEM
INTRODUCTION
Geographic information System (GIS) is a system designed to capture, store,
manipulate, analyze, manage and present all types of spatial or geographical data. The
acronym GIS depict field of study within a broader discipline of geoinformatics. It is a
discipline and a tool presently useful for Engineering, Planning, Management,
Transportation/ Logistics, Insurance, Telecommunications and Business.
Researches had always related map features to events and represent them in colors,
with dots (density map) etc. in the early 20th century, geographer even produced maps
in two layers; one for vegetation, the other for water and used this to produce
contours. This is very laborious for draughtsman and this cannot be described as GIS in
itself since the maps were ordinary images with no database to link them to. An
advanced form of these is computer Aided Design (CAD).
The first known use of the terms GIS was by Roger Tomlinson (1968) in his paper ‘GIS
for Regional Planning’. This came after advancement in Computer technology in 1960’s
and used widely in Canada. By 1986, Mapping display and Analysis System - MIDAS
(Later renamed MapInfo), the first desktop GIS product emerged for DOS Operating
System.
AIM
The aim of the paper is to introduce course participants to the use of GIS as a decision
support system.

OBJECTIVE
1. Explain the concept of GIS
2. Define geographic information
3. Explain the characteristics of geographic information
4. Explain the types and classes of geographic features
5. List sources of data needed for GIS
6. Type of data admitted into GIS
7. Explain the hardware and software component needed in GIS
8. Explain functions of professionals in GIS
9. Discus the importance of GIS in traffic analysis
10. Highlight the limitations of GIS
WHAT IS GEOGRAPHIC INFORMATION (DATA)
This is a data having locational or positional identity with respect to the surface of the
earth. i.e anything or event having position on earth.
CHARCTERISTICS OF GEOGRAPHIC FEATURES
Geographic features have some characteristics which the GIS technology uses to
manipulate its data. It behooves a potential GIS user to understand nature of data
used. These include;

1. Location- every geographical phenomenon has a locational or positional identity
which can be used to know exactly where it is on or in relation to the surface of
the earth. This is defined by its coordinates (Latitude and Longitude).
2. Size- i.e some objects are as small as insect or as big as a mountain, ocean,
settlement
3. Dimension- each geographical features has dimension identified as point, linear,
areal or volumetric features
4. Shape- some irregular, others like man-made features are regular in shape
5. Distribution- geographic phenomenon’s are distributed (evenly or randomly) in
space. They may be dispersed or clustered together, some are discrete (found
at specific places i.e bus stop) or ubiquitous (soil, temperature)
6. Relationship- no geographical features occur in isolation, they relate and
interact in various ways and degrees. This topological relationship can be close
or far from each other, north, east, west, south of each other, adjacent or
contiguous (share boundary), they could intersect or completely overlap etc.
TYPES / CLASSES OF GEOGRAPHIC FEATURES
1. Geographic features occur in any of the following four;
2. Point features- occur without appreciable length/ and breadth i.e. bus stop, bore
hole etc.
3. Linear features- has one dimension (length) i.e roads, rivers, rail line etc.
4. Areal or polygon features- has both length and breadth dimension i.e. lakes,
farmland, LGA etc
5. Volumetric features- has three dimension i.e mountain, vehicular traffic
SOURCES OF GIS DATA
1. Field observation, land survey, GPS, Areal photograph, remote sensing
techniques, socio-economic survey etc
2. Data are obtained from government, survey departments, NASRDA, FOS,
NIMET, Private survey outfit, min of environment, NPC, center for remote
sensing, center for satellite technology development.
TYPES OF DATA
1. Spatial
a. Locational (x, y coordinates) but since this is not easily found in GIS environment,
it is obtained from attribute data of the information i.e junction or road link
b. Relational- land use i.e Wuse, Maitama, Central area etc and imageries
2. Temporal
a. Date- 1-31 or early month (1-21) and month end (22-31)
b. Day- Monday – Sunday or week end (fri- sun) and weekday (mon - thur)
c. Hour- 1-24 or day (5am – 6pm) and night (7pm – 4am)
d. Month – jan – dec or rain (jun - nov) and dry (dec - may)
3. Attribute
a. Traffic volume

b. Crash record i.e casualty type, crash cause, crash type (F,S,M), number of
vehicle involved etc
MODELS FOR LINKING ATTRIBUTE AND SPATIAL DATA
1. Cartographic map model- attribute is assigned to map layers and integration
achieved by modeling
2. Georelational map model- table of attribute data is linked with geographic
location and integration achieved by spatial search and overlay and information
obtained by querying and buffering operation.
GIS HARDWARE
1. Computer- workstation which run on GIS software. The choice range from
300MHZ PC to multi user super computer having capability in Tera FLOPS.
2. Input devices- used to capture or enter data into computer
3. For spatial data- a digitizer or a scanner is used. Digitizer converts drawing or
hard copy of map to digital data while scanner converts the image or picture into
digital image for further processing and such is stored in formats like TIFF,
BMP, JPG etc. Data from GPS also be uploaded into the system
4. Aspatial data are simply entered with the keyboard into the system. Aspatial
data substantiate spatial data i.e a crash may occur at a location (spatial) such
crash has type (F,S,M), Casualty, time (day/night) etc.
5. Storage device- flash drive, CD etc
6. Output device- printer, plotters. Presently, the largest print of printer is on A3
while there are plotters on A0 paper
7. Web servers are a new addition to the list.
GIS SOFTWARE
Software is a digital language comprising a set of rules, commands, algorithms or
programs, logically and systematically written to perform certain task. Typical GIS
software consists of four distinct but interrelated subsystem viz;
1. Data input software (used for digitizing or scanning, checking, editing, topology
building etc)
2. Data storage and retrieval software
3. Data manipulation and analysis software (eg for querying, sorting or indexing,
overlay operation, buffer creation etc)
4. Data output software (for screen display, page set up formatting, hard copy
generation etc)
There are numerous examples of above software i.e ILWIS (integrated land and water
information system), ESRI (ArcView series), ERDAS IMAGINE, IDRISI etc
GIS PROFESSIONALS
These groups of people are often referred to as humaware or lifeware and can be
classified as follows;
1. Engineers (hardware and software)

2. Data providers- collects, market spatial and aspatial data for GIS operation
3. Digitaser- create database, vectorise map objects
4. Programmer and analysis- GIS experts who perform query and other analysis on
vectorised data to generate information needed for decision.
5. Managers- undertake administrative function and take decision based on
analyzed data.
IMPORTACE OF GIS IN TRAFFIC ANALYSIS/ CRASH MITIGATION
1. Hazards do not recognize political boundaries, yet data that are generated in
order to effectively mitigate disaster are usually administered within politically
defined boundaries (ESRI, 2000). But GIS has modeling and analytical capacity
which transcends political boundaries while providing the necessary structure
for assisting the implementation of policy within administrative areas.
2. The shape and often the size of roads follow the topography or the terrain of
the area. That is why we find roads with low sight distance in rocky terrain. The
risk portend by such roads to human life and property can only be assessed,
mitigated and responded effectively to, if the predictive and operational models
embedded in GIS software are used.
3. The challenges in accident preparedness and response demand an accurate,
timely and appropriate dissemination of information to all the parties involved in
accident prevention. Therefore, linking geographic location to information is
vital to national decision-making (Remington, 1998). Such linkage provides answer
to who is involved in accident? at what time did the accident occur?. It also
provides answer to the kind of problem that arise while integrating the sources
of spatial information within various levels of accuracy and the detail to meet
the unique needs of each party at various points in the disaster cycle. It also
provides the amount of uncertainty that the various parties tolerate when
receiving information provided to them at various stages in the disaster cycle.
4. GIS reveals the trend, pattern and relationships between data more quickly and
accurately
5. The human experience needs to be complemented with computers in order to
bring out valid decision of the relationship between the spatial and temporal
data to be used. The GIS is very good in this aspect since it allows the analysis
of geographical data acquired through the use of Global Positioning system
(GPS), Remote sensing (R/S), field work etc. the GIS, R/S and GPS are
technologies which have revolutionized the act of mapping in terms of their
accuracy and cost effectiveness.
6. Before you can make a description of any event in real world, you must have
made a model of it in your mind. However, modeling is a tedious, monotonous
work requiring repetitive task at high speed and requiring absolute mechanical
accuracy of space-time effect. Though man does this unconsciously all the time
but such trouble can better be handled by computer in a GIS environment. Some
models cannot be possible today but for the speed, accuracy and memory of
computer

LIMITATIONS OF GIS
1. The data structure in a GIS oversimplifies the transportation environment
2. The topological data model used by vector GIS cannot adequately account for
the ‘virtual’ relationship between unconnected map features essential to
calculating and predicting urban travel demand. Shaw (1993) summed it by saying
that ‘the strength of GIS lies with analytical capabilities rather than spatial
modeling capabilities’

STRATEGIC MANAGEMENT THEORIES
INTRODUCTION
Achieving a competitive advantage position and enhancing firm performance relative to
their competitors are the main objectives that business organizations in particular
should strive to attain. Competitive advantage is a concept that remains as a major
research area as far as strategic management is concerned. Moreover, as far as global
and local businesses are concerned, competitive advantage is important. In order to
compete and sustain successfully, locally and globally, businesses must not only excel in
their area but also persevere in the long run. Achieving such a “sustainable competitive
advantage” status is not an easy task without a proper road map or strategy being
outline and put into practice. Competitive advantage is a result from and being
associated with a long list of contributing factors. Such factors include operational
efficiencies, mergers, acquisitions, levels of diversification, types of diversification,
organizational structures, top management team composition and style, human resource
management, manipulation of the political and/or social influences intruding upon the
market, conformity to various interpretations of socially responsible behaviours,
international or cross-cultural activities of expansion and adaptation, and various other
organizational and/or industry level phenomena (Ma, 1999a, 1999b; Flint and Van Fleet,
2005; King, 2007b).
Indeed, the concept of competitive advantage has been in existence since International
businesses and Multinational Corporations (MNCs) such as Sony, Toyota and Intel have
achieved and sustained their competitive advantage via various strategic management
practices and approaches. However, the question that arises is the underlying
epistemology of competitive advantage in management and business. Hence, a review of
the existing literature examines the evolution of management theory, the overview of
strategic management strategy and the linkage with competitive advantage, particularly
from the resource-based view perspective.

STRATEGY AND STRATEGIC MANAGEMENT: A HISTORICAL PERSPECTIVE
Strategy was created by the Greeks, who endowed the concept with a military
connotation. The term derives from the Greek strategies, translated as a general in
command of troops or the art of the general or plan to destroy enemies through
effective use of resources. This term in itself contained the idea of objectives to be
achieved and plans of action to be performed in various scenarios, depending on the
enemy’s behaviour.
According to Mintzberg and Quinn, strategy was already considered as an
organizational skill at the time of Pericles (450 BC), meaning management skills
(administrative, leadership, public speaking, power). However, it was only after World
War II that strategy fully entered into the business world, which has since grown

significantly and needed guidance, lines and paths to be followed by their entire
structures. This growth increased organizational complexity and, together with the
accelerated pace of environmental changes, began requiring enterprises deploy greater
capacity to create and manage strategies enabling them to meet the challenges of the
market, reaching their objectives in the short, medium and long term.
According to Mintzberg, it was only in the 1980s that strategies underwent great
development within the corporate environment. Phenomena such as corporate
restructuring, joint decisions and actions impacting on organizational size, financing and
portfolios were driven by the technological advance in means of communication and
transport and, since then, an interactive dynamic and integration on a global level have
become predominant. Nowadays, thinking strategically has acquired the status of an
indispensable factor in leading and managing organizations, whether for profit or
otherwise. After all, strategy addresses the link between the inner world of business
and its external environment.
Considering its importance, talking about strategy opens up a discussion of theoretical
approaches, ranging from the more conventional, considering strategy as a business
logic, rational and sequential, to the most dynamic, that understand this process as
associated with cultural and learning factors, politics and power relations. Thus, there
are two major problems affecting the understanding of what the concept of strategy
really means: confusion between strategy and effectiveness tools and confusion
between strategy and strategic planning. The root of the problem seems to be the lack
of a full understanding as to what strategy really is.
DEFINITIONS OF STRATEGY
As can be seen, strategy is historically linked to pre-empting different scenarios and
action plans to be triggered on encountering them. However, there has never been a
single and definite definition of strategy. The term has had several meanings, different
in scale and complexity, which can mean policies, objectives, tactics, goals, programs,
among others, in an attempt to express the concepts necessary for its definition.
However, the concept of strategy has been used indiscriminately in the field of
management, meaning anything from a precisely formulated course of action, a
positioning in a particular environment, through to the entire personality, the soul and
existential rationale behind a company’s existence. It is a concept often put forward in
the academic and business worlds, filled with a great diversity and width, which in some
aspects is complementary while divergent in others.
According to Fahey, there are few words subject to as many abuses in its utilization in
enterprises, as poorly defined in management literature and exposed to such different
factors as strategy and hence it is a term that causes widespread discussions,
especially among theorists. Mintzberg et al. argue that strategy is the enemy of the
deterministic and mechanistic approaches, because they minimize freedom and choice.
Strategy is not only one way of dealing with an

adversary in a competitive environment or market, as treated by much of the literature
and its popular use, as it cannot only summarize the ideas, proposals, guidelines,
indicative of paths and solutions. Strategy instead has a breadth and scope that
encircles the concept of operational efficiency and cannot be confused with its tactics.
In other words, strategy is not something static, finished, which renders the concept
complex and difficult to grasp.
This fact has an explanation. Strategy in organizations, as a field of study, is much
newer than its current practice, and its knowledge remains under construction. This can
be perceived through analysis of the literature review displaying several different
definitions of strategy over time (table 1).
Considering the definitions listed in Table 1, along with the hundreds more available, it
would appear that the definition of what strategy means is neither closed nor simple to
establish a consensus on. We cannot say any particular definition is correct. Each
existing definition is correct but contains limitations in its set of assumptions and
related dimensions.
NATURE OF STRATEGY
In 1985, Professor Ellen Earle-Chaffee summarized what she thought were the main
elements of strategic management theory where consensus generally existed as of the
1970s, writing that strategic management.
Involves adapting the organization to its business environment;
1. Is fluid and complex. Change creates novel combinations of circumstances
requiring unstructured non-repetitive responses;
2. Affects the entire organization by providing direction;
3. Involves both strategy formulation processes and also implementation of the
content of the strategy.
4. May be planned (intended) and unplanned (emergent);
5. Is done at several levels: overall corporate strategy, and individual business
strategies; and
6. Involves both conceptual and analytical thought processes.
Chaffee further wrote that research up to that point covered three models of
strategy, which were not mutually exclusive:
Linear strategy: A planned determination of goals, initiatives, and allocation of
resources, along the lines of the Chandler definition above. This is most consistent
with strategic planning approaches and may have a long planning horizon. The strategist
"deals with" the environment but it is not the central concern.
Adaptive strategy: In this model, the organization's goals and activities are primarily
concerned with adaptation to the environment, analogous to a biological organism. The
need for continuous adaption reduces or eliminates the planning window. There is more

focus on means (resource mobilization to address the environment) rather than ends
(goals). Strategy is less centralized than in the linear model.
Interpretive strategy: A more recent and less developed model than the linear and
adaptive models, interpretive strategy is concerned with "orienting metaphors
constructed for the purpose of conceptualizing and guiding individual attitudes or
organizational participants." The aim of interpretive strategy is legitimacy or
credibility in the mind of stakeholders. It places emphasis on symbols and language to
influence the minds of customers, rather than the physical product of the organization.
CONCEPTS AND FRAMEWORKS
The progress of strategy since 1960 can be charted by a variety of frameworks and
concepts introduced by management consultants and academics. These reflect an
increased focus on cost, competition and customers. These "3 Cs" were illuminated by
much more robust empirical analysis at ever-more granular levels of detail, as
industries and organizations were disaggregated into business units, activities,
processes, and individuals in a search for sources of competitive advantage.
SWOT Analysis

A SWOT analysis, with its four elements in a 2×2 matrix
By the 1960s, the capstone business policy course at the Harvard Business School
included the concept of matching the distinctive competence of a company (its internal
strengths and weaknesses) with its environment (external opportunities and threats) in
the context of its objectives. This framework came to be known by the acronym SWOT
and was "a major step forward in bringing explicitly competitive thinking to bear on
questions of strategy." Kenneth R. Andrews helped popularize the framework via a 1963
conference and it remains commonly used in practice.
EXPERIENCE CURVE
The experience curve was developed by the Boston Consulting Group in 1966. It is a
hypothesis that total per unit costs decline systematically by as much as 15-25% every

time cumulative production (i.e., "experience") doubles. It has been empirically
confirmed by some firms at various points in their history. Costs decline due to a
variety of factors, such as the learning curve, substitution of labor for capital
(automation), and technological sophistication. Author Walter Kiechel wrote that it
reflected several insights, including:
 A company can always improve its cost structure;
 Competitors have varying cost positions based on their experience;
 Firms could achieve lower costs through higher market share, attaining a
competitive advantage; and
 An increased focus on empirical analysis of costs and processes, a concept which
author Kiechel refers to as "Greater Taylorism."
Kiechel wrote in 2010: "The experience curve was, simply, the most important concept
in launching the strategy revolution...with the experience curve, the strategy revolution
began to insinuate an acute awareness of competition into the corporate
consciousness." Prior to the 1960s, the word competition rarely appeared in the most
prominent management literature; U.S. companies then faced considerably less
competition and did not focus on performance relative to peers. Further, the
experience curve provided a basis for the retail sale of business ideas, helping drive
the management consulting industry.
CORPORATE STRATEGY AND PORTFOLIO THEORY
Portfolio growth-share matrix
The concept of the corporation as a portfolio of business units, with each plotted
graphically based on its market share (a measure of its competitive position relative to
its peers) and industry growth rate (a measure of industry attractiveness), was
summarized in the growth–share matrix developed by the Boston Consulting Group
around 1970. By 1979, one study estimated that 45% of the Fortune 500 companies
were using some variation of the matrix in their strategic planning. This framework
helped companies decide where to invest their resources (i.e., in their high market
share, high growth businesses) and which businesses to divest (i.e., low market share,
low growth businesses.)
Porter wrote in 1987 that corporate strategy involves two questions: (1) What business
should the corporation be in? and (2) How should the corporate office manage its
business units? He mentioned four concepts of corporate strategy; the latter three
can be used together:
Portfolio theory: A strategy based primarily on diversification through acquisition. The
corporation shifts resources among the units and monitors the performance of each
business unit and its leaders. Each unit generally runs autonomously, with limited
interference from the corporate center provided goals are met.
Restructuring: The corporate office acquires then actively intervenes in a business
where it detects potential, often by replacing management and implementing a new
business strategy.

Transferring skills: Important managerial skills and organizational capability are
essentially spread to multiple businesses. The skills must be necessary to competitive
advantage.
Sharing activities: Ability of the combined corporation to leverage centralized
functions, such as sales, finance, etc. thereby reducing costs.
Other techniques were developed to analyze the relationships between elements in a
portfolio. The growth-share matrix, a part of B.C.G. Analysis, was followed by G.E. multi
factorial model, developed by General Electric. Companies continued to diversify as
conglomerates until the 1980s, when deregulation and a less restrictive anti-trust
environment led to the view that a portfolio of operating divisions in different
industries was worth more as many independent companies, leading to the breakup of
many conglomerates. While the popularity of portfolio theory has waxed and waned, the
key dimensions considered (industry attractiveness and competitive position) remain
central to strategy.
COMPETITIVE ADVANTAGE
In 1980, Porter defined the two types of competitive advantage an organization can
achieve relative to its rivals: lower cost or differentiation. This advantage derives from
attribute(s) that allow an organization to outperform its competition, such as superior
market position, skills, or resources. In Porter's view, strategic management should be
concerned with building and sustaining competitive advantage.
INDUSTRY STRUCTURE AND PROFITABILITY
A graphical representation of Porter’s Five Forces
Porter developed a framework for analyzing the profitability of industries and how
those profits are divided among the participants in 1980. In five forces analysis he
identified the forces that shape the industry structure or environment. The framework
involves the bargaining power of buyers and suppliers, the threat of new entrants, the
availability of substitute products, and the competitive rivalry of firms in the industry.
These forces affect the organization's ability to raise its prices as well as the costs of
inputs (such as raw materials) for its processes.
The five forces framework helps describe how a firm can use these forces to obtain
a sustainable competitive advantage, either lower cost or differentiation. Companies
can maximize their profitability by competing in industries with favorable structure.
Competitors can take steps to grow the overall profitability of the industry, or to take
profit away from other parts of the industry structure. Porter modified Chandler's
dictum about structure following strategy by introducing a second level of structure:
while organizational structure follows strategy, it in turn follows industry structure.
GENERIC COMPETITIVE STRATEGIES
Michael porter’s three generic strategies
Porter wrote in 1980 that strategy target either cost leadership, differentiation, or
focus. These are known as Porter's three generic strategies and can be applied to any
size or form of business. Porter claimed that a company must only choose one of the

three or risk that the business would waste precious resources. Porter's generic
strategies detail the interaction between cost minimization strategies, product
differentiation strategies, and market focus strategies.
Porter described an industry as having multiple segments that can be targeted by a
firm. The breadth of its targeting refers to the competitive scope of the business.
Porter defined two types of competitive advantage: lower cost or differentiation
relative to its rivals. Achieving competitive advantage results from a firm's ability to
cope with the five forces better than its rivals. Porter wrote: "Achieving competitive
advantage requires a firm to make a choice about the type of competitive advantage it
seeks to attain and the scope within which it will attain it." He also wrote: "The two
basic types of competitive advantage (differentiation and lower cost) combined with
the scope of activities for which a firm seeks to achieve them lead to three generic
strategies for achieving above average performance in an industry: cost leadership,
differentiation and focus. The focus strategy has two variants, cost focus and
differentiation focus."
The concept of choice was a different perspective on strategy, as the
1970s paradigm was the pursuit of market share (size and scale) influenced by them
experience curve. Companies that pursued the highest market share position to achieve
cost advantages fit under Porter's cost leadership generic strategy, but the concept of
choice regarding differentiation and focus represented a new perspective.

VALUE CHAIN
Michael Porter’s Value Chain
Porter's 1985 description of the value chain refers to the chain of activities
(processes or collections of processes) that an organization performs in order to
deliver a valuable product or service for the market. These include functions such as
inbound logistics, operations, outbound logistics, marketing and sales, and service,
supported by systems and technology infrastructure. By aligning the various activities
in its value chain with the organization's strategy in a coherent way, a firm can achieve
a competitive advantage. Porter also wrote that strategy is an internally consistent
configuration of activities that differentiates a firm from its rivals. A robust
competitive position cumulates from many activities which should fit coherently
together.
Porter wrote in 1985: "Competitive advantage cannot be understood by looking at a firm
as a whole. It stems from the many discrete activities a firm performs in designing,
producing, marketing, delivering and supporting its product. Each of these activities can
contribute to a firm's relative cost position and create a basis for differentiation...the
value chain disaggregates a firm into its strategically relevant activities in order to
understand the behavior of costs and the existing and potential sources of
differentiation."

CORE COMPETENCE
Gary Hamel and C. K. Prahalad described the idea of core competency in 1990, the idea
that each organization has some capability in which it excels and that the business
should focus on opportunities in that area, letting others go or outsourcing them.
Further, core competency is difficult to duplicate, as it involves the skills and
coordination of people across a variety of functional areas or processes used to deliver
value to customers. By outsourcing, companies expanded the concept of the value chain,
with some elements within the entity and others without. Core competency is part of a
branch of strategy called the resource-based view of the firm, which postulates that if
activities are strategic as indicated by the value chain, then the organization's
capabilities and ability to learn or adapt are also strategic.
THEORY OF THE BUSINESS
Peter Drucker wrote in 1994 about the “Theory of the Business,” which represents the
key assumptions underlying a firm's strategy. These assumptions are in three
categories: (a) the external environment, including society, market, customer, and
technology; (b) the mission of the organization; and (c) the core competencies needed
to accomplish the mission. He continued that a valid theory of the business has four
specifications: (1) assumptions about the environment, mission, and core competencies
must fit reality; (2) the assumptions in all three areas have to fit one another; (3) the
theory of the business must be known and understood throughout the organization; and
4) the theory of the business has to be tested constantly.
He wrote that organizations get into trouble when the assumptions representing the
theory of the business no longer fit reality. He used an example of retail department
stores, where their theory of the business assumed that people who could afford to
shop in department stores would do so. However, many shoppers abandoned department
stores in favor of specialty retailers (often located outside of malls) when time became
the primary factor in the shopping destination rather than income.
Drucker described the theory of the business as a "hypothesis" and a "discipline." He
advocated building in systematic diagnostics, monitoring and testing of the assumptions
comprising the theory of the business to maintain competitiveness.

STRATEGIC THINKING
Strategic thinking involves the generation and application of unique business insights to
opportunities intended to create competitive advantage for a firm or organization. It
involves challenging the assumptions underlying the organization's strategy and value
proposition. Mintzberg wrote in 1994 that it is more about synthesis (i.e., "connecting
the dots") than analysis (i.e., "finding the dots"). It is about "capturing what the
manager learns from all sources (both the soft insights from his or her personal
experiences and the experiences of others throughout the organization and the hard
data from market research and the like) and then synthesizing that learning into a

vision of the direction that the business should pursue." Mintzberg argued that
strategic thinking is the critical part of formulating strategy, more so than strategic
planning exercises.
General Andre Beaufre wrote in 1963 that strategic thinking "is a mental process, at
once abstract and rational, which must be capable of synthesizing both psychological
and material data. The strategist must have a great capacity for both analysis and
synthesis; analysis is necessary to assemble the data on which he makes his diagnosis,
synthesis in order to produce from these data the diagnosis itself--and the diagnosis in
fact amounts to a choice between alternative courses of action."
Will Mulcaster argued that while much research and creative thought has been devoted
to generating alternative strategies, too little work has been done on what influences
the quality of strategic decision making and the effectiveness with which strategies
are implemented. For instance, in retrospect it can be seen that the financial crisis of
2008–9 could have been avoided if the banks had paid more attention to the risks
associated with their investments, but how should banks change the way they make
decisions to improve the quality of their decisions in the future? Mulcaster's Managing
Forces framework addresses this issue by identifying 11 forces that should be
incorporated into the processes of decision making and strategic implementation. The
11 forces are: Time; Opposing forces; Politics; Perception; Holistic effects; Adding
value; Incentives; Learning capabilities; Opportunity cost; Risk and Style.
STRATEGIC PLANNING
Strategic planning is a means of administering the formulation and implementation of
strategy. Strategic planning is analytical in nature and refers to formalized procedures
to produce the data and analyses used as inputs for strategic thinking, which
synthesizes the data resulting in the strategy. Strategic planning may also refer to
control mechanisms used to implement the strategy once it is determined. In other
words, strategic planning happens around the strategy formation process.
ENVIRONMENTAL ANALYSIS
Porter wrote in 1980 that formulation of competitive strategy includes consideration
of four key elements:
Company strengths and weaknesses;
Personal values of the key implementers (i.e., management and the board);
Industry opportunities and threats; and
Broader societal expectations.
The first two elements relate to factors internal to the company (i.e., the internal
environment), while the latter two relate to factors external to the company (i.e., the
external environment).
There are many analytical frameworks which attempt to organize the strategic planning
process. Examples of frameworks that address the four elements described above
include:

External Environment: PEST analysis or STEEP analysis is a framework used to examine
the remote external environmental factors that can affect the organization, such as
political, economic, social/demographic, and technological. Common variations include
SLEPT, PESTLE, STEEPLE, and STEER analysis, each of which incorporates slightly
different emphases.
Industry environment: The Porter Five Forces Analysis framework helps to determine
the competitive rivalry and therefore attractiveness of a market. It is used to help
determine the portfolio of offerings the organization will provide and in which markets.
Relationship of internal and external environment: SWOT analysis is one of the most
basic and widely used frameworks, which examines both internal elements of the
organization — Strengths and Weaknesses — and external elements — Opportunities
and Threats. It helps examine the organization's resources in the context of its
environment.
SCENARIO PLANNING
A number of strategists use scenario planning techniques to deal with change. The
way Peter Schwartz put it in 1991 is that strategic outcomes cannot be known in
advance so the sources of competitive advantage cannot be predetermined. The fast
changing business environment is too uncertain for us to find sustainable value in
formulas of excellence or competitive advantage. Instead, scenario planning is a
technique in which multiple outcomes can be developed, their implications assessed, and
their likeliness of occurrence evaluated. According to Pierre Wack, scenario planning is
about insight, complexity, and subtlety, not about formal analysis and numbers.
Some business planners are starting to use a complexity theory approach to strategy.
Complexity can be thought of as chaos with a dash of order. Chaos theory deals with
turbulent systems that rapidly become disordered. Complexity is not quite so
unpredictable. It involves multiple agents interacting in such a way that a glimpse of
structure may appear.
MEASURING AND CONTROLLING IMPLEMENTATION
Generic Strategy Map illustrating four elements of a balanced scorecard
Once the strategy is determined, various goals and measures may be established to
chart a course for the organization, measure performance and control implementation
of the strategy. Tools such as the balanced scorecard and strategy maps help
crystallize the strategy, by relating key measures of success and performance to the
strategy.
These tools measure financial, marketing, production, organizational development,
and innovation measures to achieve a 'balanced' perspective. Advances in information
technology and data availability enable the gathering of more information about
performance, allowing managers to take a much more analytical view of their business
than before.

Strategy may also be organized as a series of "initiatives" or "programs", each of which
comprises one or more projects. Various monitoring and feedback mechanisms may also
be established, such as regular meetings between divisional and corporate management
to control implementation.
EVALUATION
A key component to strategic management which is often overlooked when planning is
evaluation. There are many ways to evaluate whether or not strategic priorities and
plans have been achieved, one such method is Robert Stake's Responsive
Evaluation. Responsive evaluation provides a naturalistic and humanistic approach to
program evaluation. In expanding beyond the goal-oriented or pre-ordinate evaluation
design, responsive evaluation takes into consideration the program’s background
(history), conditions, and transactions among stakeholders. It is largely emergent, the
design unfolds as contact is made with stakeholders.
LIMITATIONS
While strategies are established to set direction, focus effort, define or clarify the
organization, and provide consistency or guidance in response to the environment, these
very elements also mean that certain signals are excluded from consideration or deemphasized. Mintzberg wrote in 1987: "Strategy is a categorizing scheme by which
incoming stimuli can be ordered and dispatched." Since a strategy orients the
organization in a particular manner or direction, that direction may not effectively
match the environment, initially (if a bad strategy) or over time as circumstances
change. As such, Mintzberg continued, "Strategy [once established] is a force that
resists change, not encourages it."
Therefore, a critique of strategic management is that it can overly constrain
managerial discretion in a dynamic environment. "How can individuals, organizations and
societies cope as well as possible with ... issues too complex to be fully understood,
given the fact that actions initiated on the basis of inadequate understanding may lead
to significant regret?" Some theorists insist on an iterative approach, considering in
turn objectives, implementation and resources. I.e., a "repetitive learning cycle (rather
than) a linear progression towards a clearly defined final destination." Strategies must
be able to adjust during implementation because "humans rarely can proceed
satisfactorily except by learning from experience; and modest probes, serially modified
on the basis of feedback, usually are the best method for such learning."
In 2000, Gary Hamel coined the term strategic convergence to explain the limited
scope of the strategies being used by rivals in greatly differing circumstances. He
lamented that successful strategies are imitated by firms that do not understand that
for a strategy to work, it must account for the specifics of each situation. Woodhouse
and Collingridge claim that the essence of being “strategic” lies in a capacity for
"intelligent trial-and error" rather than strict adherence to finely honed strategic
plans. Strategy should be seen as laying out the general path rather than precise
steps. Means are as likely to determine ends as ends are to determine means. The

objectives that an organization might wish to pursue are limited by the range of
feasible approaches to implementation. (There will usually be only a small number of
approaches that will not only be technically and administratively possible, but also
satisfactory to the full range of organizational stakeholders.) In turn, the range of
feasible implementation approaches is determined by the availability of resources.
STRATEGIC THEMES
Various strategic approaches used across industries (themes) have arisen over the
years. These include the shift from product-driven demand to customer- or marketingdriven demand (described above), the increased use of self-service approaches to lower
cost, changes in the value chain or corporate structure due to globalization (e.g., offshoring of production and assembly), and the internet.
SELF -SERVICE
One theme in strategic competition has been the trend towards self-service, often
enabled by technology, where the customer takes on a role previously performed by a
worker to lower the price. Examples include:
1. Automated Teller Machine (ATM) to obtain cash rather via a bank teller.
2. Self-service at the gas pump rather than with help from an attendant.
3. Retail internet orders input by the customer rather than a retail clerk, such as
online book sales.
4. Mass-produced ready-to-assemble furniture transported by the customer.
5. Self-checkout at the grocery store; and
6. Online banking and bill payment.
GLOBALIZATION AND THE VIRTUAL FIRM
One definition of globalization refers to the integration of economies due to
technology and supply chain process innovation. Companies are no longer required to be
vertically integrated (i.e., designing, producing, assembling, and selling their products).
In other words, the value chain for a company's product may no longer be entirely
within one firm; several entities comprising a virtual firm may exist to fulfill the
customer
requirement.
For
example,
some
companies
have
chosen
to outsource production to third parties, retaining only design and sales functions
inside their organization.
INTERNET AND INFORMATION AVAILABILITY
The internet has dramatically empowered consumers and enabled buyers and sellers to
come together with drastically reduced transaction and intermediary costs, creating
much more robust marketplaces for the purchase and sale of goods and services.
Examples include online auction sites, internet dating services, and internet book
sellers. In many industries, the internet has dramatically altered the competitive
landscape. Services that used to be provided within one entity (e.g., a car dealership
providing financing and pricing information) are now provided by third parties. Further,
compared to traditional media like television, the internet has caused a major shift in

viewing habits through on demand content which has led to an increasingly fragmented
audience.
Author Phillip Evans said in 2013 that networks are challenging traditional hierarchies.
Value chains may also be breaking up ("deconstructing") where information aspects can
be separated from functional activity. Data that is readily available for free or very
low cost makes it harder for information-based, vertically integrated businesses to
remain intact. Evans said: "The basic story here is that what used to be vertically
integrated, oligopolistic competition among essentially similar kinds of competitors is
evolving, by one means or another, from a vertical structure to a horizontal one. Why is
that happening? It's happening because transaction costs are plummeting and because
scale is polarizing. The plummeting of transaction costs weakens the glue that holds
value chains together, and allows them to separate." He used Wikipedia as an example
of a network that has challenged the traditional encyclopedia business model. Evans
predicts the emergence of a new form of industrial organization called a "stack",
analogous to a technology stack, in which competitors rely on a common platform of
inputs (services or information), essentially layering the remaining competing parts of
their value chains on top of this common platform.
STRATEGY AS LEARNING
In 1990, Peter Senge, who had collaborated with Arie de Geus at Dutch Shell,
popularized de Geus' notion of the "learning organization". The theory is that gathering
and analyzing information is a necessary requirement for business success in the
information age. To do this, Senge claimed that an organization would need to be
structured such that:
1. People can continuously expand their capacity to learn and be productive.
2. New patterns of thinking are nurtured.
3. Collective aspirations are encouraged.
4. People are encouraged to see the “whole picture” together.
Senge identified five disciplines of a learning organization. They are:
1. Personal responsibility, self-reliance, and mastery: We accept that we are
the masters of our own destiny. We make decisions and live with the
consequences of them. When a problem needs to be fixed, or an opportunity
exploited, we take the initiative to learn the required skills to get it done.
2. Mental models: We need to explore our personal mental models to understand
the subtle effect they have on our behaviour.
3. Shared vision: The vision of where we want to be in the future is discussed and
communicated to all. It provides guidance and energy for the journey ahead.
4. Team learning: We learn together in teams. This involves a shift from “a spirit
of advocacy to a spirit of enquiry”.
5. Systems thinking: We look at the whole rather than the parts. This is what
Senge calls the “Fifth discipline”. It is the glue that integrates the other four

into a coherent strategy. For an alternative approach to the “learning
organization”, see Garratt, B. (1987).
Geoffrey Moore (1991) and R. Frank and P. Cook also detected a shift in the nature of
competition. Markets driven by technical standards or by "network effects" can give
the dominant firm a near-monopoly. The same is true of networked industries in
which interoperability requires compatibility between users. Examples include Internet
Explorer's and Amazon's early dominance of their respective industries. IE's later
decline shows that such dominance may be only temporary.
Moore showed how firms could attain this enviable position by using E.M. Rogers' five
stage adoption processes and focusing on one group of customers at a time, using each
group as a base for reaching the next group. The most difficult step is making the
transition between introduction and mass acceptance. If successful a firm can create a
bandwagon effect in which the momentum builds and its product becomes a de
facto standard.
STRATEGY AS ADAPTING TO CHANGE
In 1969, Peter Drucker coined the phrase Age of Discontinuity to describe the way
change disrupts lives. In an age of continuity attempts to predict the future by
extrapolating from the past can be accurate. But according to Drucker, we are now in
an age of discontinuity and extrapolating is ineffective. He identifies four sources of
discontinuity: new technologies, globalization, cultural pluralism and knowledge capital.
In 1970, Alvin Toffler in Future Shock described a trend towards accelerating rates of
change. He illustrated how social and technical phenomena had shorter lifespan with
each generation, and he questioned society's ability to cope with the resulting turmoil
and accompanying anxiety. In past eras periods of change were always punctuated with
times of stability. This allowed society to assimilate the change before the next change
arrived. But these periods of stability had all but disappeared by the late 20th century.
In 1980 in The Third Wave, Toffler characterized this shift to relentless change as
the defining feature of the third phase of civilization (the first two phases being the
agricultural and industrial waves).
In 1978, Derek F. Abell (Abell, D. 1978) described "strategic windows" and stressed
the importance of the timing (both entrance and exit) of any given strategy. This led
some strategic planners to build planned obsolescence into their strategies.
In 1983, Noel Tichy wrote that because we are all beings of habit we tend to repeat
what we are comfortable with. He wrote that this is a trap that constrains
our creativity, prevents us from exploring new ideas, and hampers our dealing with the
full complexity of new issues. He developed a systematic method of dealing with change
that involved looking at any new issue from three angles: technical and production,
political and resource allocation, and corporate culture.

In 1989, Charles Handy identified two types of change. "Strategic drift" is a gradual
change that occurs so subtly that it is not noticed until it is too late. By contrast,
"transformational change" is sudden and radical. It is typically caused by discontinuities
(or exogenous shocks) in the business environment. The point where a new trend is
initiated is called a "strategic inflection point" by Andy Grove. Inflection points can be
subtle or radical.
In 1990, Richard Pascale wrote that relentless change requires that businesses
continuously reinvent themselves. His famous maxim is “Nothing fails like success” by
which he means that what was a strength yesterday becomes the root of weakness
today, We tend to depend on what worked yesterday and refuse to let go of what
worked so well for us in the past. Prevailing strategies become self-confirming. To avoid
this trap, businesses must stimulate a spirit of inquiry and healthy debate. They must
encourage a creative process of self-renewal based on constructive conflict.
In 1996, Adrian Slywotzky showed how changes in the business environment are
reflected in value migrations between industries, between companies, and within
companies.[63] He claimed that recognizing the patterns behind these value migrations is
necessary if we wish to understand the world of chaotic change. In “Profit Patterns”
(1999) he described businesses as being in a state of strategic anticipation as they try
to spot emerging patterns. Slywotsky and his team identified 30 patterns that have
transformed industry after industry.
In 1997, Clayton Christensen (1997) took the position that great companies can fail
precisely because they do everything right since the capabilities of the organization
also define its disabilities. Christensen's thesis is that outstanding companies lose their
market leadership when confronted with disruptive technology. He called the approach
to discovering the emerging markets for disruptive technologies agnostic marketing,
i.e., marketing under the implicit assumption that no one – not the company, not the
customers – can know how or in what quantities a disruptive product can or will be used
without the experience of using it.
In 1999, Constantinos Markides reexamined the nature of strategic planning. He
described strategy formation and implementation as an ongoing, never-ending,
integrated process requiring continuous reassessment and reformation. Strategic
management is planned and emergent, dynamic and interactive.
J. Moncrieff (1999) stressed strategy dynamics. He claimed that strategy is partially
deliberate and partially unplanned. The unplanned element comes from emergent
strategies that result from the emergence of opportunities and threats in the
environment and from "strategies in action" (ad hoc actions across the organization).
David Teece pioneered research on resource-based strategic management and
the dynamic capabilities perspective, defined as “the ability to integrate, build, and
reconfigure internal and external competencies to address rapidly changing
environments". His 1997 paper (with Gary Pisano and Amy Shuen) "Dynamic Capabilities

and Strategic Management" was the most cited paper in economics and business for the
period from 1995 to 2005.
In 2000, Gary Hamel discussed strategic decay, the notion that the value of every
strategy, no matter how brilliant, decays over time.
STRATEGY AS OPERATIONAL EXCELLENCE
Quality
A large group of theorists felt the area where western business was most lacking was
product quality. W. Edwards Deming, Joseph
M.
Juran, A.
Kearney, Philip
Crosby and Armand Feignbaumsuggested quality improvement techniques such total
quality management (TQM), continuous improvement (kaizen), lean manufacturing, Six
Sigma, and return on quality (ROQ).
Contrarily, James Heskett (1988), Earl Sasser (1995), William Davidow, Len
Schlesinger, A. Paraurgman (1988), Len Berry, Jane Kingman-Brundage, Christopher
Hart, and Christopher Lovelock (1994), felt that poor customer service was the
problem. They gave us fishbone diagramming, service charting, Total Customer
Service (TCS), the service profit chain, service gaps analysis, the service encounter,
strategic service vision, service mapping, and service teams. Their underlying
assumption was that there is no better source of competitive advantage than a
continuous stream of delighted customers.
Process management uses some of the techniques from product quality management and
some of the techniques from customer service management. It looks at an activity as a
sequential process. The objective is to find inefficiencies and make the process more
effective. Although the procedures have a long history, dating back to Taylorism, the
scope of their applicability has been greatly widened, leaving no aspect of the firm free
from potential process improvements. Because of the broad applicability of process
management techniques, they can be used as a basis for competitive advantage.
Carl Sewell, Frederick F. Reichheld, C. Gronroos, and Earl Sasser observed that
businesses were spending more on customer acquisition than on retention. They showed
how a competitive advantage could be found in ensuring that customers returned again
and again. Reicheld broadened the concept to include loyalty from employees, suppliers,
distributors and shareholders. They developed techniques for estimating customer
lifetime value (CLV) for assessing long-term relationships. The concepts begat
attempts to recast selling and marketing into a long term endeavor that created a
sustained relationship (called relationship selling, relationship marketing, and customer
relationship management). Customer relationship management (CRM) software became
integral to many firms.

REENGINEERING
Michael Hammer and James Champy felt that these resources needed to be
restructured. In a process that they labeled reengineering, firm's reorganized their
assets around whole processes rather than tasks. In this way a team of people saw a
project through, from inception to completion. This avoided functional silos where
isolated departments seldom talked to each other. It also eliminated waste due to
functional overlap and interdepartmental communications.
In 1989 Richard Lester and the researchers at the MIT Industrial Performance Center
identified seven best practices and concluded that firms must accelerate the shift
away from the mass production of low cost standardized products. The seven areas of
best practice were:
1. Simultaneous continuous improvement in cost, quality, service, and product
innovation
2. Breaking down organizational barriers between departments
3. Eliminating layers of management creating flatter organizational hierarchies.
4. Closer relationships with customers and suppliers
5. Intelligent use of new technology
6. Global focus
7. Improving human resource skills
The search for best practices is also called benchmarking. This involves determining
where you need to improve, finding an organization that is exceptional in this area, then
studying the company and applying its best practices in your firm.
OTHER PERSPECTIVES ON STRATEGY
Strategy as problem solving
Professor Richard P. Rumelt described strategy as a type of problem solving in 2011. He
wrote that good strategy has an underlying structure called a kernel. The kernel has
three parts: (1) A diagnosis that defines or explains the nature of the challenge; (2)
A guiding policy for dealing with the challenge; and (3) Coherent actions designed to
carry out the guiding policy. President Kennedy outlined these three elements of
strategy in his Cuban Missile Crisis Address to the Nation of 22 October 1962:
1. Diagnosis: “This Government, as promised, has maintained the closest
surveillance of the Soviet military buildup on the island of Cuba. Within the past
week, unmistakable evidence has established the fact that a series of offensive
missile sites is now in preparation on that imprisoned island. The purpose of
these bases can be none other than to provide a nuclear strike capability against
the Western Hemisphere.”
2. Guiding Policy: “Our unswerving objective, therefore, must be to prevent the use
of these missiles against this or any other country, and to secure their
withdrawal or elimination from the Western Hemisphere.”
3. Action Plans: First among seven numbered steps was the following: “To halt this
offensive buildup a strict quarantine on all offensive military equipment under
shipment to Cuba is being initiated. All ships of any kind bound for Cuba from

whatever nation or port will, if found to contain cargoes of offensive weapons,
be turned back.”
Active strategic management required active information gathering and active problem
solving. In the early days of Hewlett-Packard (HP), Dave Packard and Bill
Hewlett devised an active management style that they called management by walking
around (MBWA). Senior HP managers were seldom at their desks. They spent most of
their days visiting employees, customers, and suppliers. This direct contact with key
people provided them with a solid grounding from which viable strategies could be
crafted. Management consultants Tom Peters and Robert H. Waterman had used the
term in their 1982 book In Search of Excellence: Lessons From America's Best-Run
Companies. Some Japanese managers employ a similar system, which originated
at Honda, and is sometimes called the 3 G's (Genba, Genbutsu, and Genjitsu, which
translate into “actual place”, “actual thing”, and “actual situation”).
CREATIVE VS ANALYTIC APPROACHES
In 2010, IBM released a study summarizing three conclusions of 1500 CEOs around the
world: 1) complexity is escalating, 2) enterprises are not equipped to cope with this
complexity, and 3) creativity is now the single most important leadership competency.
IBM said that it is needed in all aspects of leadership, including strategic thinking and
planning.
Similarly, Mckeown argued that over-reliance on any particular approach to strategy is
dangerous and that multiple methods can be used to combine the creativity and
analytics to create an "approach to shaping the future”, that is difficult to copy.
NON-STRATEGIC MANAGEMENT
A 1938 treatise by Chester Barnard, based on his own experience as a business
executive, described the process as informal, intuitive, non-routinized and involving
primarily oral, 2-way communications. Bernard says “The process is the sensing of the
organization as a whole and the total situation relevant to it. It transcends the capacity
of merely intellectual methods, and the techniques of discriminating the factors of the
situation. The terms pertinent to it are “feeling”, “judgment”, “sense”, “proportion”,
“balance”, “appropriateness”. It is a matter of art rather than science.”
In 1973, Mintzberg found that senior managers typically deal with unpredictable
situations so they strategize in ad hoc, flexible, dynamic, and implicit ways. He wrote,
“The job breeds adaptive information-manipulators who prefer the live concrete
situation. The manager works in an environment of stimulus-response, and he develops
in his work a clear preference for live action.”
In 1982, John Kotter studied the daily activities of 15 executives and concluded that
they spent most of their time developing and working a network of relationships that
provided general insights and specific details for strategic decisions. They tended to
use “mental road maps” rather than systematic planning techniques.

Daniel Isenberg's 1984 study of senior managers found that their decisions were highly
intuitive. Executives often sensed what they were going to do before they could explain
why. He claimed in 1986 that one of the reasons for this is the complexity of strategic
decisions and the resultant information uncertainty.
Zuboff claimed that information technology was widening the divide between senior
managers (who typically make strategic decisions) and operational level managers (who
typically make routine decisions). She alleged that prior to the widespread use of
computer systems, managers, even at the most senior level, engaged in both strategic
decisions and routine administration, but as computers facilitated (She called it
“deskilled”) routine processes, these activities were moved further down the hierarchy,
leaving senior management free for strategic decision making.
In 1977, Abraham Zaleznik distinguished leaders from managers. He described leaders
as visionaries who inspire, while managers care about process. He claimed that the rise
of managers was the main cause of the decline of American business in the 1970s and
1980s. Lack of leadership is most damaging at the level of strategic management where
it can paralyze an entire organization.[
Dr Maretha Prinsloo developed the Cognitive Process Profile (CPP) psychometric from
the work of Elliott Jacques. The CPP is a computer-based psychometric which profiles a
person's capacity for strategic thinking. It is used worldwide in selecting and
developing people for strategic roles.
According to Corner, Kinichi, and Keats, strategic decision making in organizations
occurs at two levels: individual and aggregate. They developed a model of parallel
strategic decision making. The model identifies two parallel processes that involve
getting attention, encoding information, storage and retrieval of information, strategic
choice, strategic outcome and feedback. The individual and organizational processes
interact at each stage. For instance, competition-oriented objectives are based on the
knowledge of competing firms, such as their market share.
STRATEGY AS MARKETING
The 1980s also saw the widespread acceptance of positioning theory. Although the
theory originated with Jack Trout in 1969, it didn’t gain wide acceptance until Al
Ries and Jack Trout wrote their classic book Positioning: The Battle For Your
Mind (1979). The basic premise is that a strategy should not be judged by internal
company factors but by the way customers see it relative to the competition. Crafting
and implementing a strategy involves creating a position in the mind of the collective
consumer. Several techniques enabled the practical use of positioning
theory. Perceptual mapping for example, creates visual displays of the relationships
between
positions. Multidimensional
scaling, discriminant
analysis, factor
analysis and conjoint analysis are mathematical techniques used to determine the most
relevant characteristics (called dimensions or factors) upon which positions should be

based. Preference regression can be used to determine vectors of ideal positions
and cluster analysis can identify clusters of positions.
In 1992 Jay Barney saw strategy as assembling the optimum mix of resources, including
human, technology and suppliers, and then configuring them in unique and sustainable
ways.
James Gilmore and Joseph Pine found competitive advantage in mass
customization. Flexible manufacturing techniques allowed businesses to individualize
products for each customer without losing economies of scale. This effectively turned
the product into a service. They also realized that if a service is mass-customized by
creating a “performance” for each individual client, that service would be transformed
into an “experience”. Their book, The Experience Economy, along with the work
of Bernd Schmitt convinced many to see service provision as a form of theatre. This
school of thought is sometimes referred to as customer experience management (CEM).
INFORMATION- AND TECHNOLOGY-DRIVEN STRATEGY
Many industries with a high information component are being transformed. For
example, Encarta demolished Encyclopedia Britannica (whose sales have plummeted 80%
since their peak of $650 million in 1990) before it was in turn, eclipsed by collaborative
encyclopedias like Wikipedia. The music industry was similarly disrupted. The
technology sector has provided some strategies directly. For example, from the
software development industry agile software development provides a model for shared
development processes.
Peter Drucker conceived of the “knowledge worker” in the 1950s. He described how
fewer workers would do physical labor, and more would apply their minds. In 1984, John
Naisbitt theorized that the future would be driven largely by information: companies
that managed information well could obtain an advantage, however the profitability of
what he called “information float” (information that the company had and others
desired) would disappear as inexpensive computers made information more accessible.
Daniel Bell (1985) examined the sociological consequences of information technology,
while Gloria Schuck and Shoshana Zuboff looked at psychological factors. Zuboff
distinguished between “automating technologies” and “informating technologies”. She
studied the effect that both had on workers, managers and organizational structures.
She largely confirmed Drucker's predictions about the importance of flexible
decentralized structure, work teams, knowledge sharing and the knowledge worker's
central role. Zuboff also detected a new basis for managerial authority, based on
knowledge (also predicted by Drucker) which she called “participative management”.
MATURITY OF PLANNING PROCESS
McKinsey & Company developed a capability maturity model in the 1970s to describe
the sophistication of planning processes, with strategic management ranked the
highest. The four stages include:

1. Financial planning, which is primarily about annual budgets and a functional focus,
with limited regard for the environment;
2. Forecast-based planning, which includes multi-year budgets and more robust
capital allocation across business units;
3. Externally oriented planning, where a thorough situation analysis and competitive
assessment is performed;
4. Strategic management, where widespread strategic thinking occurs and a welldefined strategic framework is used.
PIMS STUDY
The long-term PIMS study, started in the 1960s and lasting for 19 years, attempted to
understand the Profit Impact of Marketing Strategies (PIMS), particularly the effect
of market share. The initial conclusion of the study was unambiguous: the greater a
company's market share, the greater their rate of profit. Market share
provides economies of scale. It also provides experience curve advantages. The
combined effect is increased profits.
The benefits of high market share naturally led to an interest in growth strategies.
The
relative
advantages
of horizontal
integration, vertical
integration,
diversification, franchises, mergers and acquisitions, joint ventures and organic growth
were discussed. Other research indicated that a low market share strategy could still
be very profitable. Schumacher (1973), Woo and Cooper (1982), Levenson (1984), and
later Traverso (2002) showed how smaller niche players obtained very high returns.
OTHER INFLUENCES ON BUSINESS STRATEGY
Military strategy
In the 1980s business strategists realized that there was a vast knowledge
base stretching back thousands of years that they had barely examined. They turned
to military strategy for guidance. Military strategy books such as The Art of
War by Sun Tzu, On War by von Clausewitz, and The Red Book by Mao Zedong became
business classics. From Sun Tzu, they learned the tactical side of military strategy and
specific tactical prescriptions. From von Clausewitz, they learned the dynamic and
unpredictable nature of military action. From Mao, they learned the principles
of guerrilla warfare. Important marketing warfare books include Business War
Games by Barrie James, Marketing Warfare by Al Ries and Jack Trout and Leadership
Secrets of Attila the Hun by Wess Roberts.
The four types of business warfare theories are:
1. Offensive marketing warfare strategies
2. Defensive marketing warfare strategies
3. Flanking marketing warfare strategies
4. Guerrilla marketing warfare strategies
The marketing warfare literature also examined leadership and motivation, intelligence
gathering, types of marketing weapons, logistics and communications.

By the twenty-first century marketing warfare strategies had gone out of favour in
favour of non-confrontational approaches. In 1989, Dudley Lynch and Paul L. Kordis
published Strategy of the Dolphin: Scoring a Win in a Chaotic World. "The Strategy of
the Dolphin” was developed to give guidance as to when to use aggressive strategies and
when to use passive strategies. A variety of aggressiveness strategies were developed.
In 1993, J. Moore used a similar metaphor. Instead of using military terms, he created
an ecological theory of predators and prey(see ecological model of competition), a sort
of Darwinian management strategy in which market interactions mimic long
term ecological stability.
Author Phillip Evans said in 2014 that "Henderson's central idea was what you might
call the Napoleonic idea of concentrating mass against weakness, of overwhelming the
enemy. What Henderson recognized was that, in the business world, there are many
phenomena which are characterized by what economists would call increasing returns to
scale, experience. The more you do of something, disproportionately the better you
get. And therefore he found a logic for investing in such kinds of overwhelming mass in
order to achieve competitive advantage. And that was the first introduction of
essentially a military concept of strategy into the business world. It was on those two
ideas, Henderson's idea of increasing returns to scale and experience, and Porter's
idea of the value chain, encompassing heterogeneous elements, that the whole edifice
of business strategy was subsequently erected."
TRIATS OF SUCCESSFUL COMPANIES
Like Peters and Waterman a decade earlier, James Collins and Jerry Porras spent years
conducting empirical research on what makes great companies. Six years of research
uncovered a key underlying principle behind the 19 successful companies that they
studied: They all encourage and preserve a core ideology that nurtures the company.
Even though strategy and tactics change daily, the companies, nevertheless, were able
to maintain a core set of values. These core values encourage employees to build an
organization that lasts. In Built To Last (1994) they claim that short term profit goals,
cost cutting, and restructuring will not stimulate dedicated employees to build a great
company that will endure. In 2000 Collins coined the term “built to flip” to describe the
prevailing business attitudes in Silicon Valley. It describes a business culture where
technological change inhibits a long term focus. He also popularized the concept of
the BHAG (Big Hairy Audacious Goal).
Arie de Geus (1997) undertook a similar study and obtained similar results. He
identified four key traits of companies that had prospered for 50 years or more. They
are:
1. Sensitivity to the business environment — the ability to learn and adjust
2. Cohesion and identity — the ability to build a community with personality, vision,
and purpose

3. Tolerance and decentralization — the ability to build relationships
4. Conservative financing
A company with these key characteristics he called a living company because it is able
to perpetuate itself. If a company emphasizes knowledge rather than finance, and sees
itself as an ongoing community of human beings, it has the potential to become great
and endure for decades. Such an organization is an organic entity capable of learning
(he called it a “learning organization”) and capable of creating its own processes, goals,
and persona.
Will Mulcaster suggests that firms engage in a dialogue that centres around these
questions:
1. Will the proposed competitive advantage create Perceived Differential Value?"
2. Will the proposed competitive advantage create something that is different
from the competition?"
3. Will the difference add value in the eyes of potential customers?" – This
question will entail a discussion of the combined effects of price, product
features and consumer perceptions.
4. Will the product add value for the firm?" – Answering this question will require
an examination of cost effectiveness and the pricing strategy.
DEFINITIONS OF STRATEGIC MANAGEMENT
According to Bhalla et al., strategic management was born as a hybrid discipline,
influenced by both sociology and economics. It may be considered an evolution of
theories of organizations. It only began receiving more attention, from both the
academic and the business worlds, in the 1950s, with its development fully underway in
the 1960s and
1970s.
According to Porth, strategic management emerged as part of strategic planning, which
is now regarded as one of its main instruments. It was incorporated into strategic
management, which united planning and management in the same process. On the other
hand, Stead and Stead stated that strategic management is derived from the concept
of enterprise policy. This concept explains the organization as a system in which
economic resources are applied effectively with the company’s functional activities
coordinated around generating profit. Once founded, strategic management expanded
swiftly and produced both theoretical and practical models. A broad range of models
emerged out of market analysis in the 1960s, including the BCG Matrix, SWOT Model,
the Experience Curve, and Portfolio Analysis, as well as important concepts such as the
economic analysis of structure, behaviour and performance, distinctive competences,
skills, and the so-called strategic planning systems.
Currently, strategic management is one of the most prominent and relevant areas in the
management field. It constitutes a set of management actions that enable company
managers to keep it aligned with its environment and on the correct path of

development, thereby bringing about the achievement of its objectives and its mission.
Despite its importance, Boyd et al. demonstrate that strategic management has many
attributes of a still immature field of study, with little consensus and low levels of
productivity. This result furthermore explains the reason there are several definitions
for the same concept.
According to Ansoff and McDonnell, strategic management constitutes a systematic
approach to the management of changes, comprising: positioning the organization
through strategy and planning, real time strategic response through the management of
problems, and the systematic management of resistance during strategy
implementation. On the other hand, Porth believes that strategic management is
definable as a cross process of formulation, implementation and evaluation of the
decisions that enable organizations to define and achieve their mission and ultimately
to create value.
Bowman et al. strategic management focuses on issues concerning either the creation
and sustainability of competitive advantage or the search for such an advantage.
Furthermore, Grant argued that strategic management involves a complex relationship
between the organizational focus, the results obtained, and the broad spectrum of
external and internal environmental variables of the organization.
According to Dess et al., strategic management in an organization must become a
process and a single path guiding actions throughout the organization. It consists of
organizational analysis, decisions and actions creating and sustaining competitive
advantage.
These authors define four key attributes for strategic management: directed towards
the overall organization objectives, includes multiple stakeholders in decision-making,
requires incorporating short and long term perspectives and, involves the recognition of
trade-offs between effectiveness and efficiency.
Stead and Stead, in turn, defined strategic management as an ongoing process involving
the efforts of strategic managers to adjust the organization to the environment in
which it operates while developing competitive advantages. These competitive
advantages enable the company to seize opportunities and minimize environmental
threats.
More generally, strategic management is a broad term that includes determining the
mission and objective of the organization in the context of its external and internal
environments.
THE EVOLUTION OF MANAGEMENT THEORY
Management theory provides a simple conceptual framework for organizing knowledge
and for providing a blueprint for action to help guide organizations toward their
objectives. Contributions from past industrialists have molded the organizational

system and culture, and managers can benefit from an awareness of these
contributions. As such, scientific management can be seen as the starting point from
where the managerial aspect of organizations are systematically being analyzed and
improved for practical application in the day to day running of organizations (Cole,
2004; DuBrin, 2006). As with any modern theory, scientific management theory is also
subject to criticism and has evolved with time to suit the needs of organizations and
the environments they are operating in. This is the crucial factor for survival, being
able to adopt and adapt to the needs of the surroundings, without foregoing the basic
or fundamental structural beliefs of the concept or notion being uphold.
Following Sheldrake (2003), Cole (2004) and DuBrin (2006), an overview of the
management theory evolution is presented in Figure 1.1 as per the Management Theory
Chart. The Management Theory Chart shown in Figure 1.1 tries to encapsulate the
management theory evolution spanning from the period 1900 to 2000. The development
and progressive nature of the management theory indeed captures the dynamism of
management theory i.e. being responsive and adaptive to the internal and environmental
needs of evolving organizations. The chart anchors on several approaches and
perspective, namely: i) the classical approach, ii) the human resource approach, iii) the
quantitative approach, iv) the systems perspectives, v) the contingency approach, and
vi) the information technology approach.
THE CLASSICAL APPROACH
The classical approach to management encompasses scientific management and
administrative management. The scientific management is the application of scientific
methods to increase individual workers’ productivity, mainly developed by Taylor, Gantt
and Frank & Lillian Gilbreth. On the other hand, the administrative management was
concerned with the use of management principles in the structuring and managing of an
organization, primarily contributed by Fayol and Weber.
THE HUMAN RESOURCE APPROACH
The human resource approach very much applied the psychological aspect of human
nature to manage organizations, i.e. emphasizes managing people by understanding their
psychological makeup and needs. Among the major contributors to this approach are
the Hawthorne studies or effect (the phenomenon in which people behave differently
in response to perceived attention from evaluators), McGregor’s Theory X and Theory
Y (assumptions about human nature with regards to work and responsibility), and
Maslow’s hierarchy of needs (ranging from basic needs to those for self actualization).
The human resource management (HRM) and organizational behaviour (OB) theories
very much stems from this approach.
THE QUANTITATIVE APPROACH
This approach is a perspective on management that emphasizes the use of a group of
methods in managerial decision making, based on the scientific method. This approach is
referred to as management science and/or operations research, which adopted
quantitative tools including statistics, linear programming, decision trees, and network

analysis. Among the managerial applications are those of inventory control and quality
control.
THE SYSTEMS PERSPECTIVE
This perspective adopted the view that an organization is a system, or an entity of
interrelated parts. Among the management theories applicable from this view is the
HRM & OB (including that of organization theory - domestic, international, & virtual
enterprises), resource-based view (RBV) (the theory of competitive advantage),
strategic management (SM) theories of competitive advantage and
Collaborative advantage (including that of industrial-organization (I/O) perspective),
and competence and innovation (C & I) theory. The systems perspective is vital since
the interaction and interlinking of internal resources, capabilities and systems very
much explain the dynamism and adaptive nature of organization towards its
environment.
THE CONTINGENCY APPROACH
This is a perspective on management that emphasizes that no single way to manage
people or work is best in every situation. It encourages managers to study individual
and situational differences before deciding on a course of action. The management
theories that are applicable from this view are strategic management (SM) theories of
competitive advantage and collaborative advantage (including that of industrialorganization (I/O) perspective), and competence and innovation (C & I) theory. This is
due to differing environmental and organizational needs and structures that affect an
organization, coupled with differing resources and capabilities pertaining to individual
organization.
THE INFORMATION TECHNOLOGY APPROACH
This approach stems from the impact of information technology and the internet on the
conduct of organizations, managers and workers alike. Among the management theories
applicable from this view are technology and knowledge management (KM) theories,
supply chain management (SCM) (including the logistics, distribution and inventory
theories], and strategic management (SM) theories of competitive advantage and
collaborative advantage (including that of industrial-organization (I/O) perspective).
This is also due to the impact of information technology on the conduct of
organizations with regards to KM, SCM, and SM, and also the managerial evolution and
revolution in response to dynamic environmental changes that are taking place.
The management theory chart (Figure 1.1) illustrated the evolution of management
thought and practices by interlinking and showing the interaction of those relevant
approaches with those relevant management theories. The chart is dynamic in nature in
such a way that although the approaches and/or interlink of those management
theories (illustrated by dashed and/or dotted-line connections) goes beyond
chronological order and their relationship are shaped by the environmental needs and
relativity of structural and operational requirements pertaining to organizational
conduct and practices.

Figure 1.1: Management Theory Chart (adapted from DuBrin, 2006)
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AIM, OVERVIEW AND IMPORTANCE OF STRATEGIC MANAGEMENT THEORY
Strategic management is the process and approach of specifying an organization’s
objectives, developing policies and plans to achieve and attain these objectives, and
allocating resources so as to implement the policies and plans. In other words, strategic
management can be seen as a combination of strategy formulation, implementation and
evaluation (David, 2005; Haim Hilman Abdullah, 2005; Mohd Khairuddin Hashim, 2005;
Zainal Abidin Mohamed, 2005). Based on the Management Theory Chart seen in Figure
1.1 discussed earlier, it could be observed that the strategic management theories
stem mainly from the systems perspective, contingency approach and information
technology approach. In light of this background, following David (2005) and Mohd
Khairuddin Hashim (2005), among the common strategic management theories noted
and applicable are the profit-maximizing and competition-based theory, the resourcebased theory, the survival-based theory, the human resource based theory, the agency
theory and the contingency theory.
The profit-maximizing and competition-based theory, which was based on the notion
that business organization main objective is to maximize long term profit and
developing sustainable competitive advantage over competitive rivals in the external
market place. The industrial-organization (I/O) perspective is the basis of this theory
as it views the organization external market positioning as the critical factor for
attaining and sustaining competitive advantage, or in other words, the traditional I/O
perspective offered strategic management a systematic model for assessing
competition within an industry (Porter, 1981). On the other hand, the resource-based
theorywhich stems from the principle that the source of firms competitive advantage
lies in their internal resources, as opposed to their positioning in the external
environment. That is rather than simply evaluating environmental opportunities and
threats in conducting business, competitive advantage depends on the unique resources
and capabilities that a firm possesses (Barney, 1995). The resource-based view of the
firm predicts that certain types of resources owned and controlled by firms have the
potential and promise to generate competitive advantage and eventually superior firm
performance (Ainuddin et al., 2007).
However, the survival-based theorycenters on the concept that organization need to
continuously adapt to its competitive environment in order to survive. This differs to
the human resource-based theory, which emphasizes the importance of the human
element in the strategy development of organizations. In addition, the agency
theorystresses the underlying important relationship between the shareholders or
owners and the agents or managers in ensuring the success of the organizations. Finally,
the contingency theorydraws the idea that there is no one or single best way or
approach to manage organizations. Organizations should then develop managerial
strategy based on the situation and condition they are experiencing. In short, during
the process of strategy formulation, implementation and evaluation, these main
strategic management theories will be applicable to management of organization as

tools to assist them in making strategic and guided managerial decision. These strategic
management theories can best be depicted as per Figure 1.2.
Therefore, in this paper, besides the systems perspective, contingency approach and
the other main strategic management theories mentioned above, the resource-based
theory or view (RBV) of the firm’s competitive advantage in particular will be the
underlying theoretical foundation applied and fundamental basis of the variables and
their ensuing relationships that are being studied. This is because this paper will focus
especially on the internal attributes (i.e. resources, capabilities and systems) of the
organization towards attaining competitive advantage. Although there are also some
minimal external dimension and elements being considered (i.e. interactions), these
elements are mainly inherent within the organization. Hence, it justifies the adoption of
the RBV as the main research tenet.

Figure 1.2: Strategic Management Theories (adapted from David, 2005; Mohd
Khairuddin Hashim, 2005).
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COMPETITIVE ADVANTAGE – THE RESOURCE-BASED VIEW
The pursuit of competitive advantage is indeed an idea that is at the heart of much of
the strategic management literature (Burden and Proctor, 2000; Fahy, 2000; Ma, 2000,
2004; Barney, 2001a, 2001b, 2007; Lin, 2003; Fahy, Farrelly and Quester, 2004;
Cousins, 2005; Porter and Kramer, 2006; Liao and Hu, 2007). Understanding sources of

sustained competitive advantage has become a major area of study in strategic
management (Porter, 1985, 1991; Barney, 1991; Peteraf, 1993; Ma, 1999a, 1999b, 2004;
Flint and Van Fleet, 2005; King, 2007b). The resource-based view stipulates that in
strategic management the fundamental sources and drivers to firms’ competitive
advantage and superior performance are mainly associated with the attributes of their
resources and capabilities which arevaluable and costly-to-copy (Barney, 1986, 1991,
2001a; Conner, 1991; Mills, Platts and Bourne, 2003; Peteraf and Bergen, 2003).
Building on the assumptions that strategic resources are heterogeneously distributed
across firms and that these differences are stable overtime, Barney (1991) examines
the link between firm resources and sustained competitive advantage. Four empirical
indicators of the potential of firm resources to generate sustained competitive
advantage can be value, rareness, inimitability, and non-substitutability. In Barney
(1991), firm resources include all assets, capabilities, organizational processes, firm
attributes, information, knowledge, etc. controlled by a firm that enable the firm to
conceive and implement strategies that improve its efficiency and effectiveness. In
this article, a firm is said to have a competitive advantage when it is implementing a
value creating strategy not simultaneously being implemented by any current or
potential competitors. Furthermore, a firm is said to have a sustained competitive
advantage when it is implementing a value creating strategy not simultaneously being
implemented by any current or potential competitors and when these other firms are
unable to duplicate the benefits of this strategy (Barney, 1991).
Barney (1991) further argued that to have the potential to generate competitive
advantage, a firm resource must have four attributes: (a) it must be valuable, in the
sense that it exploits opportunities and/or neutralizes threats in a firm’s environment;
(b) it must be rare among a firm’s current and potential competition; (c) it must be
imperfectly imitable; and (d) there cannot be strategically equivalent substitutes for
this resource. This conceptual notion can best be displayed as per Figure 1.3.
Figure 1.3: Barney’s (1991) Conceptual Model (Newbert, 2007)
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Competitive advantage is perhaps the most widely used term in strategic management,
yet it remains poorly defined and operationalized (Ma, 2000). Ma (2000) makes three
observations regarding competitive advantage and conceptually explores the various
patterns of relationship between competitive advantage and firm performance, namely:
(i) competitive advantage does not equate to superior performance; (ii) competitive
advantage is a relational term; and (iii) competitive advantage is context-specific. In
addition, Ma (2000) further examines three patterns of relationship between
competitive advantage and firm performance, namely: (i) competitive advantage leading
to superior performance; (ii) competitive advantage without superior performance; and
(iii) superior performance without competitive advantage. The ultimate purpose of Ma’s
(2000) article is to help generate a healthy debate among strategy scholars on the
usefulness of the competitive advantage construct for our theory building and testing.
Ma (1999b) has also argued that competitive advantage arises from the differential
among firms along any dimension of firm attributes and characteristics that allows one
firm to better create customer value than do others. Generic sources of competitive
advantage include ownership of assets or position; access to distribution and supply; as
well as proficiency – knowledge, competence, and capability – in business operation. It
has also been further argued that in order to achieve and sustain competitive
advantage, a firm needs to creatively and proactively exploit the three generic sources,
preempt rivals attempt at these sources, and/or pursue any combination of proactive
and preemptive effort. This article advances an integrative framework that helps
management practitioners systematically analyze the nature and cause of competitive
advantage (Ma, 1999b).
Competitive advantage is the basis for superior performance (Ma, 1999a).
Understanding the anatomy of competitive advantage is of paramount importance to
general managers who bear the ultimate responsibility for a firm’s long term survival
and success. Ma (1999a) advances an integrative framework called SELECT to help
general managers systematically examine the various facets of the anatomy of
competitive advantage: its substance, expression, locale, effect, cause, and time-span.
It has been reasoned that by analyzing the causes of competitive advantage helps a
firm create and gain advantage. Studying the substance, expression, locale, and effect
of competitive advantage allows the firm to better utilize the advantage. Examining the
time span of competitive advantage enables the firm to fully exploit the advantage
according to its potential and sustainability (Ma, 1999a). This concept can be
represented in a diagram as per Figure 1.4.

Figure 1.4: Anatomy of Competitive Advantage (Ma, 1999a)
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The resource-based view of the firm (RBV) has emerged in recent years as a popular
theory of competitive advantage. The term was originally coined by Wernerfelt in 1984
(Fahy, 2000) and the significance of this contribution is evident in its being awarded
the Strategic Management Journal best paper prize in 1994 for reasons such as being
“truly seminal” and an “early statement of an important trend in the field” (Zajac, 1995;
cited in Fahy, 2000). Fahy (2000) has reasoned that the principal contribution of the
resource-based view of the firm has been as a theory of competitive advantage. Its
basic logic is a relatively simple one. It starts with the assumption that the desired
outcome of managerial effort within the firm is a sustainable competitive advantage
(SCA). Achieving an SCA allows the firm to earn economic rents or above-average
returns. In turn, this focuses attention on how firms achieved and sustain advantages.
The resource-based view contends that the answer to this question lies in the
possession of certain key resources, that is, resources having the characteristics of
value, barriers to duplication and appropriability (Fahy, 2000). This view is not
dissimilar to that proposed by Barney (1991). An SCA can be obtained if the firm
effectively deploys these resources in its product-markets. Therefore, the RBV
emphasizes strategic choice, charging the firm's management with the important tasks
of identifying, developing and deploying key resources to maximize returns (Fahy,
2000). In summary, following Fahy (2000), the essential elements of the resourcebased view are as follows: (i) sustainable competitive advantage and superior
performance; (ii) the characteristics and types of advantage generating resources; and
(iii) strategic choices by management.
The resource-based view is indeed an alternative perspective to analyze competitive
advantage compared to that put forward by the I/O perspective. As Porter (1991)
highlighted, there are four attributes of the proximate environment of a firm that
have the greatest influence on its competitive advantage, namely, factor conditions,
demand conditions, related & supporting industries, and firm strategy, structure and
rivalry. O’Shaughnessy (1996) re-affirms the validity of Michael Porter’s contribution

to the discourse on competitive advantage, but suggests that his (Porter) theory is
weakened by its neglect of cultural factors and historical antecedents.
Mazzarol and Soutar (1999) study of structure, strategy (marketing & entry) and
competitive advantage outline a model of the factors that are critical to the
establishment and maintenance of sustainable competitive advantage for education
services enterprises in international markets. The variables are conceptualized as
industry & foreign market structure; quality image, market profile, coalition formation,
forward integration, expertise, culture and information technology. Whereas, the study
by Burden and Proctor (2000) on training and competitive advantage found out that
meeting customer needs on time, every time, is a significant route to achieving and
sustaining competitive advantage, and training is a tool that organizations should use to
succeed at this. However, a study by Gupta and McDaniel (2002) on knowledge
management (KM) and competitive advantage investigates the vital link between the
management of knowledge in contemporary organizations and the development of a
sustainable competitive advantage. The variables are conceptualized in terms of
organizational effectiveness, efficiency, core competency, costs; knowledge harvesting,
filtering, configuration, dissemination and application. Also, Goh (2004) has identified
that the field of knowledge management (KM) has emerged strongly as the next source
of competitive advantage. Nevertheless, Lin (2003) has further suggested that
technology transfer (TT) can be a significant source of competitive advantage for
firms in developing countries with limited R&D resources. TT was conceptualized in
terms of technological learning performance, organizational intelligence, causal
ambiguity, firm specificity, complexity, maturity, employee qualification, and innovation
orientation.
Fahy, Farrelly and Quester (2004) have also found out the increasingly important role
played by sponsorship in the marketing mix that has given rise to the view that it
should be considered as a significant strategic activity with the potential to generate a
sustainable competitive advantage in the marketplace. However, Ma (2004) has further
advanced an integrative framework on the determinants of competitive advantage in
global competition namely creation & innovation, competition, cooperation and co-option.
Whereas De Pablos (2006) explained that the competitive advantage of a transnational
organization lies to a great extent in its ability to identify and transfer strategic
knowledge between its geographically dispersed and diverse locations.
In a study of strategic focus and competitive advantage by Cousins (2005), it was
found that firms defining their competitive advantage as being cost-focused will
generally consider supply as playing merely a cost-reduction role, i.e. passive and
supportive, whereas firms viewing their competitive advantage as being differentiated
will see supply as strategic, i.e. as a distinctive capability. The variables are measured in
terms of business development, market share, relationship development; cost focus,
differentiation and collaboration. In addition, Liao and Hu (2007) also further
investigate the inter-relationships among environmental uncertainty, knowledge
transfer (KT) and competitive advantage, which was conceptualized as ambiguity,

complexity, partner protectiveness; organizational KT, group & procedural movements;
reduce dependency, KT effect, technology development and technology transfer (TT).
In spite of the vast conceptual and empirical study conducted on the notion of
competitive advantage, Flint and Van Fleet (2005) have nonetheless argued that there
is no clear definition of competitive advantage (CA) that is applicable in general term
i.e. applicable in any dimension or criteria. Following Ma (2000), as far as the research
on (sustainable) competitive advantage is concerned, we are of the opinion that
researchers must first validate the research question and research design, and decide
on the dependent and independent variables to be applied: are competitive advantage
and firm (financial) performance equitable, which means other independent variables
(or indeed moderating and/or mediating variables such as organizational structures, top
management team composition and style, human resource management, etc) influencing
its outcome; or indeed both are different concepts and constructs, which implies that
firm (financial) performance indeed depends upon its competitive advantage position.
Also, clear and specific definition and direction of the concept of this specific
strategic management area.
As for the continued relevancy and validity of the resource-based view on sustainable
competitive advantage, we concur with Fahy (2000) that greater understanding of the
dynamics of resource development continues to be essential in advancing resourcebased theories of competition. We are of the opinion that though RBV has had its
critics, it is still relevant and valid in conceptually explaining and underpinning the
notion of firm’s sustainable competitive advantage. Hence, by incorporating evolutionary
advancement as well as rapid technological changes involving firm’s resources,
researchers could further explore empirical evidence on these factors impact and
effect on firm’s competitive forces. Then only the strength of the RBV could be
enhanced via acknowledging that resources are dynamic in nature, and a firm’s
deployment of its resources in creating and sustaining its advantages might also
contextually differ from one firm to another, though the basis of RBV on SCA being
resources having the criteria of value, rareness, inimitability and non-substitutability
(VRIN) continue to be the relevant and valid conceptual foundation.
Furthermore, other studies have indeed provided support on the importance of having a
good strategy to attain competitive advantage from the resource-based view (Hult and
Ketchen Jr., 2001; Ramsay, 2001; Foss and Knudsen, 2003; Gottschalg and Zollo, 2007).
A well formulated and implemented strategy can have significant effect on the
attainment of competitive advantage level (Richard, 2000; Arend, 2003; Powell, 2003;
Porter and Kramer, 2006). The resource-based view have indeed provided an avenue for
organization to plan and execute its organizational strategy via examining the position
of its internal resources and capabilities towards achieving competitive advantage
(Kristandl and Bontis, 2007; Sheehan and Foss, 2007).
CRITIQUES ON THE RESOURCE-BASED VIEW
Fahy (2000) has reasoned that through its insights into the nature of competitive
advantage, the resource-based view of the firm has already made an important

contribution to the field of strategic management. The RBV, which has benefited from
the rigour of its economic origins, greatly enhances our understanding of the nature
and determinants of sustainable competitive advantage (SCA). It helps to explain why
some resources are more advantage-generating than others and also why resource
asymmetries and consequent competitive advantages persist even in conditions of open
competition. However, as Fahy (2000) noted, the vast majority of contributions within
the RBV have been of a conceptual rather than an empirical nature, with the result that
many of its fundamental tenets still remain to be validated in the field. In addition,
there were some debates regarding both the nature and the determinants of
competitive advantage and the relevancy of the resource-based view. The most notable
were the debates in Academy of Management Review (2001) between Barney (2001a)
and Priem and Butler (2001a, 2001b) on the relevancy and validity of the resourcebased view of sustainable competitive advantage, following and based on Barney’s 1991
article, and also further dialogues from various scholars on the same issue as published
by Academy of Management Review (2001 and 2002). The resource-based view has
been criticized for exhibiting circular reasoning in that one of its fundamental
elements, namely, value, can only be assessed in terms of a particular context (Barney,
1991; Kay, 1993; cited in Fahy, 2000). Resources may lead to competitive advantage but
this in turn defines relevant competitive structures, which in turn defines what is a
valuable resource, and so on (Schendel, 1994; cited in Fahy, 2000). A way out of this
circularity is to see the relationship between resources and advantage as a longitudinal
process (Porter, 1991; cited in Fahy, 2000).
However, much of the resource-based literature takes resource stocks as given and
pays insufficient attention to the process of resource development. This is an
important oversight, as the ways in which resources are accumulated within the firm
are characterized by factors such as time compression diseconomies,
interconnectedness, asset mass efficiencies and causal ambiguity (Dierickx and Cool,
1989; cited in Fahy, 2000). As such, greater understanding of the dynamics of resource
development (Fahy, 2000) is indeed vital in furthering the resource-based perspective
on competitive advantage. Without such comprehension, the problem of circular
reasoning can never be solved. Critics further argued that RBV logic as paradoxical,
infused with contradictions and ambiguities. RBV logic, they argue, has produced
seemingly incompatible implications for managerial scholarship and practice (Priem and
Butler, 2001a). For example, RBV logic suggests that the ability to measure a resource
means that this resource will be less likely to be a source of sustained competitive
advantage. Also, this logic suggests that there cannot be “rules for riches”, yet it can
be used to generate managerial prescriptions concerning how firms can achieve
strategic advantage through their resource deployments (Priem and Butler, 2001a; Lado
et al., 2006).
Studies concerning resource-based view have indeed concentrated on the attributes of
resources to attain competitive advantage, covering areas such as inter alia the
resource substitution effects (Yoo and Choi, 2005), complementary innovationproducing resources (King, Covin and Hegarty, 2003) and consumer value perspective

(Priem, 2007). More efforts are needed to extend the RBV from merely examining the
resource attributes (Peteraf and Barney, 2003; Rodriguez and Rodriguez, 2005) to
analyzing the extent of the relationship between these resources and other related
variables towards achieving competitive advantage level (Armstrong and Shimizu,
2007). By moving towards this direction, such a study will not only improve the rigour of
the RBV but also sustain the continued relevance of the RBV of competitive advantage
in strategic management (Meyer, 2006; Hambrick and Chen, 2008). Further, as
mentioned, based on the studies by Oliver (1997), Barney et al. (2001), Hitt et al.
(2001), Makadok (2001), Afuah (2002), Adner and Helfat (2003), Miller (2003) and
Sapienza et al. (2006), while a lot of attention has been paid to those attributes of
capabilities that lead to competitive advantage of firms, a lot less attention has been
given to the deployment of capabilities and supporting empirical evidence of these
capabilities.
As such, as far as resources, capabilities, competitive advantage and performance of
organization are concerned, by introducing systems into the relationship equation, it is
expected that the study will be able to fill in the gap that currently exists in the
literature as mentioned by critics of the resource-based view. Indeed, we need to
examine further the approaches and techniques of exploitation and manipulation of
resources and capabilities pertaining to organization by including systems as the
influencing factor that will affect the relationship between those variables under
probe. Thus, it is indeed critical to examine the relative extent of the relationship
between organizational resources, capabilities, systems, competitive advantage and
performance in aggregate. This will extend support to the RBV of competitive
advantage.
CONCLUSION
Management theory has evolved over time in order to suit the internal needs of
organizations and external environments. Strategic management theory also needed to
be extended especially to cater for the notion of competitive advantage of the firm.
Competitive advantage is a relative notion. It can be viewed from various perspectives,
notably the industrial-organization (I/O) and resource-based view (RBV) perspectives.
The I/O perspective views the organization external market positioning as the critical
factor for attaining competitive advantage, which means the traditional I/O
perspective offered strategic management a systematic model for assessing external
competition within an industry. Alternatively, examining organizational competitive
advantage from the RBV is indeed crucial as itcan be used as a conceptual guideline for
business organization in particular to enhance their competitive advantage position and
performance via application and manipulation of identified internal organizational
resources, capabilities and systems. Such a research can contribute to the body of
knowledge by lending empirical support and further extending the RBV of competitive
advantage by examining the relative magnitude of importance placed upon
organizational internal attributes towards attaining competitive advantage and
enhancing firm performance. In short, the RBV of the firm is not only an alternative to
the I/O perspective on competitive advantage of organizations but also they

complement each other towards illustrating the overall greater picture of firm
performance.
Basically, the resource-based view of the firm (RBV) is more popular in literature than
other management theories of which the human resource-based view is one of them.
The resource-based view posits that any organization which possesses certain key and
unique resources has the answer to unlock competitive advantage. This view is similar to
that of the strategic human resource management perspective which sees organization
talents as a unique resource which firms can effectively employ to gain sustainable
advantage and performance over its competitors.
Management and strategic management theories are essentially channel to suit the
SWOT (strength, weakness, opportunity and Threats) needs of organizations.
Therefore there is need to examine the relationship amidst strategic management
theories, strategic human resource management and competitive advantage; although
the later is a relative term and could be view from diverse perspectives. No doubt,
examining the firm’s sustainable competitive advantage from the human resource –
based is very important as it provides conceptual underpinnings to help business
organizations to enhance their performance and achieve competitiveness through the
utilization of their resources, capabilities, knowledge, and expertise embedded in its
people. This paper contribute to knowledge as one of the pioneering work to provide
support that human resource-based view of competitive advantage help organization
examine the relative importance of its greatest asset (its highly skilled human
resources) which should be complimented with other resources to enhance its
performance towards the attainment of a competitive advantage.
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THE ROAD SAFETY AUDIT ; CONCEPT, PROCEDURE AND EXECUTION
INTRODUCTION
Road Safety Audit (RSA) and Road Safety Inspection (RSI) are used to test the
safety of the road infrastructure. These two words are different from each other but
are interchangeably used by many. The RSA is used for design and construction of new
roads /rehabilitation of existing of existing roads, whereas the RSI is used for
evaluating existing roads.
The aim of RSA is to improve the road safety before the road is built or
reconstructed. At present not many RSA are carried out in Nigeria. In other country
the RSA has shown its road safety value.
The RSI also contribute to road safety. This is carried out periodically on an entire
road network, and interim inspection on road section that have an above average
number of crashes and on road structure where there are structural failures and
damage as result of crashes.
BACKGROUND.
The road safety was established in 1988 and was charged among others with
responsibility of recommending works and devices. This responsibility registers the
stake of the Federal Road Safety in the procurement, operation and maintenance of
road infrastructure to step down the risking wave of RTC.
In view of the foregoing, to ensure effective and efficient implementation of the
responsibility there is need for RSA and RSI. Inadvertently, this duty was performed
in the PRS department as part of its research activities from 1988 to 2009.
The introduction of the RTSSS of which its activities include fleet inspection of
vehicles brought the idea of proffessioning the inspection of road infrastructure and
architecture including the vehicle inspection, prompted the establishment of Safety
Engineering Department (SED) in 2009. Since then, the department has witness various
re- organizations and reforms. Presently this important section of the Corps is
addressed as Corps Safety Engineering Office code named COSEN.
COSEN carry out its activities through three major units, namely;
1. Vehicle Inspection and Certification
2. Accident Investigation and Analysis
3. Traffic Engineering
In the structure the RSA and RSI (HI) are domiciled with the Traffic Engineering.
In most cases RSA and RSI have always been mistaken to mean the same thing because
of similarity in approach and overall objective.
This fact sheet will discuss both RSA and RSI and the road effect they may have.

OBJECTIVE
At the end of the lecture participant is expected to
1. know what road safety audit is
2. Differentiate between RSI and RSA
3. Define RSA and RSI
4. Know the processes and procedure require for carrying out RSA
5. Know some of the equipment use in RSA
6. Know the challenges and way forward
7. Understand the roles of road safety auditors
CONCEPT
What are RSAs and RSIs
Both RSA and RSI examine the road infrastructure exclusively for its road safety.
RSA is carried out to test the design of the new roads or of the reconstruction of
existing road. The examination or test of an existing road is called the RSI.
DEFINATION OF RSA: It is planned safety performance examination of future
Road Intercession and other components by an independent audit team, to ensure
safety during use.
It qualitatively, quantitatively and frictionally analyzes the road structure and report
on potential road safety issues and identifies opportunities for improvement for all
road users.
Van Schagan (2000) defines RSA as formal standardized procedure in other to reach
an independent assessment of the possible road safety consequences of the design.
An RSA has a preventive character and aims to signal any potential road safety
problems before the infrastructure is actually built and to make suggestions for
improvement.
RSA can therefore be defined as a prevalence assessment of road infrastructure from
its planning stage through construction to ensure that the safety concerns are
addressed through critical examination of designs and ongoing construction works
before the structure is commissioned for use. The level is cheaper than
recommendation for RSI.
The RSI involves teams of experts that visually inspect the existing road
infrastructure or road network for different forms of fault regularly and
systematically. This are usually dine using checklist that are similar to those used in
RSA.
The European directive 2008/96/EG defines RSI as an ordinary periodic assessment of
road features and deficiencies which from a road safety perspective make maintenance
necessary (EP & R 2008) it is also defined by (Mocsair, T. et al, 2006) as;

 A preventive tool,
 Consisting of a regular, systematic, on-site inspection of existing roads, covering
the whole road network,
 Carried out by trained safety expert teams
 Resulting in a formal report on detected road hazards and safety issues
 Requiring a formal responds by the relevant road authority.
PRINCIPLE OF RSA AND RSI
1. The elements included in the road safety inspections should stand as risk
factors for accident or injuries.
2. Inspections should be standardized and designed to ensure that all elements
included are covered and are assessed in an objective manner. Initial stages of
implementation checklist may be helpful.
3. Both RSA and RSI are intended to be used by road authorities. RSA involves in
the design of road traffic plans and an independent audit team carrying out
RSA. In addition to the road authority an RSI involves two or more road safety
experts who carry out inspection cost and benefit of an RSA and RSI.
IMPORTANCE OF RSA AND RSI
RSA: The major benefits of RSA and RSI are implicated in the cost saved on crashes
that have been prevented by audit recommendations.
Other qualitative benefits include:
 Reduce risk of crashes and repair works.
 Reduction of total project cost.
 Creation of greater awareness of road safety and quality in design processes.
 Provision of better facilities for vulnerable road users.
 Contribute towards achieving better road safety targets.
 Guarantee better standard and design guideline.
RSA/RSI COST
Cost can vary greatly depending on the size of the project and the phase in which audit
take place.
There are two major costs (Direct and Indirect)
Direct Cost: These include time spent by auditors and the extra time the designers
need to include recommendations in the design.
Indirect Cost: These are the extra costs of construction and reconstruction activities
that result from audit recommendations.
IMPLIEMENTATION
In Nigeria many road agencies, designers, contractors and road authorities are yet to
key into road safety audit scheme for fear of perceived implications. In Nigeria the

federal ministry of works has consistently work with federal ministry of works in this
regards.
Implementation of RSA typically include the following steps
1. Selecting or identifying projects from different stages of high way
procurement (planning to operation)
2. Management approval
3. Selecting RSA team
4. Sensitization of RSA team
5. Gathering information needed to conduct audit
6. Conducting the audit

BEST PRACTICES
1. The guidelines for good RSI, suggested by Elvik (2006) consist of seven items:
2. The elements included in road safety inspection should stand as risk for factors for
accident or injuries;
3. Inspections should be standardized as designed to ensure that all elements included
are covered and are accessed in objective manner. Check list maybe helpful.
a. Checklist for RSI should include the following cases of recognized important
elements.
b. The quality of traffic signs with respect to their need and to whether they
are correctly placed or legible in the dark
c. The quantity road markings in particular whether they visible or consistent
with traffic signs.
d. The quantity of the road surface characteristics in particular with respect
to friction (macro and micro texture) and evenness
e. The adequacy of sight distances and the absence of permanent or temporary
obstacles that prevent timely observation of road or other road users.
f. The presence of road side traffic hazards near the carriageway, such as
trees, exposed rocks, drainage pipes and culverts, steep embankment slope
and so on.
g. Aspect of traffic operation, in particular if drivers speed are adequate to
local conditions and to function of the road. These include the suitability of
the road to its function and adequacy of space for current traffic and
separation between motorized and vulnerable road users.
4. For each element included in inspection, a standardization approach should be made
by applying the following categories:
a. The item represents the traffic hazard that should be treated immediately.
A specific treatment should then be proposed.
b. The item is not in a perfectly good condition or deviate slightly from current
standards, but no short item is needed to correct it. Further observations
are recommended
c. The item is in good condition and in accordance with current standards

QUALITY ASSURANCE
5. RSI should state their findings and propose safety measures by means of
standardized reports.
6. Inspectors should be formally qualified; they should meet regularly to ensure a
uniform application of safety principles.










must be able to determine direction of internal forces
have knowledge of the behavior of construction materials
be able to determine source of tension and structural failures
knowledge of mechanics and statics
knowledge of survey and measurement
knowledge of soil
knowledge of hydraulics and hydrology
be able to sketch and read design drawings
vast in road safety

Therefore inspection team should consist of experience road safety personnel and
engineers while the team leader should be a civil engineer related professionals that
have good understanding of material properties, statics and mechanics, know
nomenclatures of road infrastructure element and be able to read and interpret
design drawings. Experienced register /certified engineer from among the list below
{five to 10years professional qualification with road safety experience is essential}







Civil Engineer
Building engineer
Land surveyor
Agricultural engineer
Structural engineer
Transportation engineer

DUTIES OF DESIGN TEAM LEADERS AND AUDIT TEAM LEADERS
DTL (Design Team Leader)
ATL (Audit Team Leaders)
Balance activities of the design team with Pre audit meeting
the information requirement and final Communicate
information
to
team
output of RSA team
members
Must explain to the design team the Determine the scope of and parameter
importance of RSA process
for Road Safety Audits
Provide the proper information to the RSA Assign roles to team members
team
Preparation of report
He is to expedite request from RSA team
Post inspection meeting with road owner
He is to establish procedures for and designer
incorporating back into the project the to ensure that audit is within the scope
RSA team input
plan for

RESPONSIBILITIES OF ROAD SAFETY AUDITORS
1. The RSA is expected to fully understands RSA policies
2. It is their role to understand the parameters
3. It is their responsibilities to identify specific safety issues
4. When in road life cycle to carry out Audit
5. Suggest potential solutions to any safety concerns
6. The RSA team is responsible for reporting on all safety concerns, they identify
even if the terms may be considered controversial
7. Well defined roles for audit team which is communicated to both the design
team and audit team will smooth out the relationship between the auditors and
the designers.
7. Lastly, there should be follow up of RSA and RSI after some time to check if the
proposed measure have been implemented or not

TYPES OF ROAD SAFETY AUDITS GROUPED BY PHASE AND STAGES
PHASES OF PROJECT
RSA
Planning
Feasibility Audit
Preliminary design staff
Functional design RSA
Detailed design
Final Design RSA
Construction
Compliance to Safety Audit
Operation
Inspection /Audit
Planning
Preliminary design
Construction
Road Safety Audits
Construction
stage
Pre- Opening audit

Pre- Construction
Road Safety Audits

Work zone audit
audit

Post Construction
Road Safety Audits

Existing

S Development Project

Land use development/ (

audit

Road

Inspection

Encroachment)

TYPES OF ROAD SAFETY AUDIT GROUP BY PHASES AND STAGE WITH
PROBABLE RECOMMENDATIONS FOR CHANGES FROM AUDIT TEAM.
Planning
Change
required
from
suggestion
may
include
changes to different road
options, changes to spacing
of
intersections
or
interchange etc.
PROBABLE
Recommendations
Despite limited information
significant opportunities to
incorporate
safety
enhancement
e.g.
accommodation of all road
users, separation design,
consistency
Preliminary design
Changes to access point
alignment,
provision
formedian,lane and shoulder
with provision of bicycle
lane etc.
Detailed design
Audit team last opportunity
to review the design
-Right of way signs
-declination
of
road
markings
-traffic signals
Placement /operations
Road side safety , hardware
types
and
placement,
changes in channelization ,
landscaping, lightly etc
Construction Phase Road Work zone stage Traffic Compliance to traffic plan
Safety Audit
Control Plan RSA (could be and work zone traffic
before project in tendered control plan
for construction
Appropriateness
of
all
2. before work zone
traffic device
3.After it is opened traffic Conflicting
information
given to road users to
temporary and permanent
control
Consideration
for
pedestrians
,
disabled
bicycles , large trucks ,

school buses etc.
Pre- opening Stage
Opportunities to consider
Similar to detailed
safety aspect of designs
before facility are opened
to the public.
Focus
on
changes
to
illumination,
signs,
delineation,
pavement
markings roadside barriers
removal of fixed objects
hazards
Minor structures changes
e.g. addition of wheel chair
ramp
Post Construction phase Existing
Road
for Review of intersection of
Road Safety Audit
reconstruction
road users with Road
infrastructures
Review of crash data
RTC use to validate RSA
existing safety issues are
not overlook as it concerns
various road users
Development Project phase Land
Use
Development -conducted on industrial
Road Safety Audits
(Encroachment )
commercial/market
residential
land
use
development , projects that
may have an impact on
characteristics of existing
adjacent roads
-Traffic patterns
Vehicle mix
Road environment
User’s perception of the
road.
Black spot Area survey
-Road defeat of
-pavement,
interception,
hard shoulder
-traffic control
-the road user
-treatment
to
remove
locations from being black
spots

CHALLENGES TO ROAD SAFETY AUDIT
1. Limited time allocation: 18km is the minimum distance to be covered daily
2. Lack of Audit instruments such as: optic level, Theodolites and RIM Machine
etc
3. Lack of adequate protection to Audit team members
4. Lack of funds , no enough funds to facilitate comprehensive auditing
5. Lack of field vehicle
6. Lack of information from Road designers/ owner and when available, information
is inadequate
7. Implementation of the identify safety issues by the responding agencies could
pose serious changes especially when it is on existing roads.
8. Non acceptability of RSA AND RSI by other road authorities especially when
conducted by unqualified personnel.
9. Not following a standardized guidelines like the ASHTO, EURO Code etc. mix
reports not uniform and in most cases lacks ingredients necessary.
WAY FORWAD
1. Training of staffs that have basic qualifications to be auditors.
2. Optimizing the postings of the engineers to the corps and ensure that all Zones
and Sectors have qualified Engineers as COSEN desk officer.
3. Make provision for field vehicles at the Headquarters and Zonal levels
4. Process equipment and tools
5. Effective collaboration between Road owners and other stakeholders
6. To start a legislative process that will make it mandatory for road owners and
designers ensure input of the nation road safety lead agency from planning stage
to operation level of road infrastructure.
7. To add extra one month to Engineering among the newly recruited staff passing
through the academy to be trained on bans of RSA and RSI audits.
8. More Road Safety audit are required to intimate the design and maintenance
agencies, law and policies makers for road infrastructures this will help
politicians judge the inability of Audit Inspection as part of quality assurance.

CONCLUSION
Road Safety auditing is important to management of road for safety and ease of
traffic which entails re- routing, procurement of new ones, inspection, inventory and
update of road registers which is necessary for road infrastructure management as one
of the United Nation five pillars that guide National Road Safety plans and activity to
achieve decade of action.

STATISTICAL SURVEY IN TRAFFIC MANAGEMENT
INTRODUCTION:
Data constitute the foundation for statistical analysis in traffic management. When
statistical data are collected and analysed on traffic, they are usually in the context of
population/total vehicles and their characteristics.
It should be noted that a population is the totality of units e.g. vehicles under study
and a population characteristic is an attribute of a population unit. The required
information or data in a study may be obtained either through a survey or an
experiment.
Statistical survey is the most popular device of obtaining the desired data. A
Statistical Survey is a process of collecting data from existing population units like the
number of motorcyclists, motorists, pedestrians, and so on within a specified
geographical area, with no particular control over the factors that may affect the
population characteristics in the interest of study. For example in the crashes of
motorcyclists in urban centres in Nigeria, the crash may be caused by a number of
factors such as condition of the road, weather, age, educational level, etc. and we get
information about a motorcycle crash, we have no control over these factors.
A statistical survey may be either a general purpose survey or a special purpose survey.
In a general purpose survey, we may obtain data which are useful for several purposes
e.g. population census. Population census provides information not only about the total
population but about its divisions into males and females, literates and illiterates,
employed and unemployed, age distribution, income distribution, etc. A special purpose
survey is that in which data obtained are useful in analyzing a particular problem only
e.g. Traffic survey, origin- destination survey, parking surveys etc.
A statistical survey passes through several stages before completion, starting from
planning and ending with writing the final report. These stages can be summarized
under two broad headings:
i.
ii.

Planning the Survey, and
Executing the Survey.

AIM
The aim of this paper is to introduce the participants to all the stages of planning and
organizing of a statistical survey, and its use in Road Transport Management.
OBJECTIVES
1. At the end of this lecture, Course Participants should be able to:
2. Define a Statistical Survey.
3. Outline various components of a Statistical Survey.
4. Describe how a Statistical Survey can be used in Road Traffic Management.
5. Enumerate basic Statistical Numerical measures.

COMPONENTS OF STATISTICAL SURVEY
These are:
1. Planning the survey and
2. Executing the survey
PLANNING THE SURVEY:
Proper planning of a survey is of paramount importance because the quality of survey
results depends considerably on the preparations made before survey is conducted.
The matters which require careful consideration at the planning stage are:
1. Purpose of the Survey or the statement of the problem.
2. Scope of the Survey.
3. Units of data collection.
4. Sources of data (primary, secondary or both).
5. Technique of data collection (sample or census and, if sample, the method of
sampling).
6. Choice of a sampling frame or construction of a sampling frame, if none is
available.
7. Limitations
8. Miscellaneous considerations.
PURPOSE OF THE SURVEY
The purpose or objective of the Survey should be clearly set out at the very beginning.
It will necessitate a clear statement of problem indicating what we are interested in
determining – the type of information and the use to which the information obtained
will be put.
SCOPE OF THE SURVEY
This involves coverage with regard to the type of information, the subject – matter and
geographical area. The larger the coverage of the investigation, the more
representative is likely to be the results subject to the availability of time and
resources.
THE UNITS OF DATA COLLECTION
The unit in terms of which the investigator counts or measures the variables or
attributes selected for enumeration, analysis and interpretation is known as a
statistical unit. For example, in a traffic census the statistical unit is the vehicle.
While fixing the statistical unit for enquiry, it is useful to keep in view the following:
a. The unit must suit the purpose of the enquiry
b. It should be simple to understand
c. It should be specific
d. It should be stable in character
e. The unit must be uniform throughout the study so that there can be valid
comparisons
The statistical units can be broadly divided into two heads:
a. Units of collection – whether simple, compound or complex

b. Units of Analysis and interpretation – rates, ratio, percentages and coefficients.
SOURCES OF DATA
When the investigator collects first-hand data such data are known as primary data.
On the other hand, if he obtains the data from published or unpublished sources such
data will constitute secondary data for him.
TECHNIQUES OF DATA COLLECTION
There are two important techniques of data collection, namely
a. Census technique and
b. Sample technique.
The choice of technique depends on a number of factors such as:
1. Availability of resources;
2. The time factor;
3. The degree of accuracy desired; and
4. The nature and scope of the problem.
DEGREE OF ACCURACY DESIRED
The investigator has to decide about the degree of accuracy that he wants to attain. It
may be pointed out that absolute accuracy is seldom possible in statistical work
because
a. Statistics are based on estimates
b. Tools of measurements are not always perfect
c. There is unintentional bias on the part of the investigator, enumerator or
informant.
MISCELLANEOUS CONSIDERATIONS
Consideration should be given to various other matters such as whether the enquiry is
a. Official, semi – official or non-official
b. Confidential or non-confidential
c. Regular or ad-hoc
d. Initial or repetitive
e. Direct or Indirect
An official survey is conducted by or on behalf of the Federal, State or Local
Government, a semi – official enquiry by bodies which have government patronage and
non – official enquiry by private bodies or individuals.
EXECUTING THE SURVEY
After a plan of data collection has been prepared, the next step is to execute the
survey. The various phases of the work subsequent to the planning stage may be
enumerated as follows:
a. Setting up an administrative organisation
b. Design of forms

c.
d.
e.
f.
g.

Selection, training and supervision of the field investigators
Control over the quality of the field work and field edit
Follow-up of non-response
Processing of data
Preparation of report

SETTING UP AN ADMINISTRATIVE ORGANISATION
The administrative organization required for an enquiry will depend very much on the
nature and scope of the enquiry. Every opportunity should be taken to utilize existing
administrative and office organization – RSHQ, Zonal, Sector, and Unit Commands.
When the enquiry covers a large area, supervision from a central office is likely to be
difficult and such cases; it is best using Zonal, Sector, and Unit Commands.
DESIGN OF FORMS
Careful attention should be given to the designing of various forms that will be used in
the course of enquiry especially questionnaire.
SELECTION, TRAINING AND SUPERVISION OF INVESTIGATORS
In most surveys, the data are to be collected through enumerators who work on part
time or full time basis. The nature of the enumerators work is such that great care
should be exercised in his selection. Since the very success of the field survey depends
largely on the field investigators, it is important that they are properly selected,
thoroughly trained and their work closely supervised. The enumerators should be
honest, intelligent, hardworking and be able to create friendly atmosphere and make
the respondent feel at ease.
CONTROL OVER THE QUALITY OF WORK AND THE FIELD EDIT
Steps must be taken to ensure that the survey is under statistical control, that the
errors to which it is subject are random and no assignable cause of variation are
present. A system of field checks by supervisors should be introduced. The field check
should preferably be carried out on a random sub-sample of units, and should be
conducted in such a manner that the investigators do not have prior knowledge of the
work going to be checked.
FOLLOW UP OF NON – RESPONSE
One method of dealing with non – response is to make a list of non – respondents and
take a small sub-sample of them. Then with the help of supervisory staff, vigorous
efforts should be made for securing response. It is important to see that enumerators
are not allowed to make substitutions for those or such not found.
PROCESSING OF DATA
After the data have been collected the efforts shift from the field to the office. The
data are to be given a thorough check, coded, transferred to cards or tapes and

tabulated appropriately. The process of coding involves translating responses in
numerical terms to facilitate the analysis (computer language). Statistical Package for
Social Science (SPSS) can be used for the analysis.
PREPARATION OF REPORT
After the data have been collected and analysed, it is usually necessary to present the
result of the survey in the form of a report. The report may either be general or
technical.
The general report should highlight the following:
 Statement of the purpose of the survey
 Description of the coverage
 Collection of information
 Numerical results
 Accuracy attained
 Miscellaneous considerations
The technical report includes the following:
 Specification of frame
 Design of the survey
 Personnel and equipment
 Statistical analysis and computational procedure
 Comparison with other sources of information
 Observation of Technicians
EXAMPLE
In a 52-hour count survey, the numbers of vehicles counted per hour along Jos–Zaria
Highway are presented below:
24
25
27
26
22
23
24
25
24
25
24
23
26
28
24
25
23
24
25
25
24
25
25
22
27
28
27
26
25
24
25
28
26
25
27
25
24
27
24
25
25
24
25
24
26
27
25
27
26
25
28
26
Table 1: Showing a vehicle count survey
a. Construct the distribution table for this report, using statistical tally.
b. Based on your frequency distribution table determine the mean, median and mode.
c. Illustrate this report by a simple Bar Chart.
SOLUTION:
X
TALLY
FREQUENCY
22
II
2
23
III
3
24
IIIIIIII II
12
25
IIIIIIII IIII II
17
26
IIII II
7
27
IIII II
7
28
IIII
4
Total
52

Table 2: Frequency Distribution Table.
FREQUENCY
22
23
24
25
26
27
28

2
3
12
17
7
7
4

44
69
288
425
182
189
112

TOTAL

52

1309

2
5
17
34
41
48
52

Table 3: Showing cumulative frequency

1st
2nd
3rd
4th
5th
6th
7th

22
23
24
25
26
27
28
Table 4: Showing ranking of x

c. BAR CHART OF THE DATA IN THE FREQUENCY DISTRIBUTION TABLE
18
16
14
12
10
8
6
4
2
0
22

23

Fig. 1: Showing bar chat

24

25

26

27

28

CONCLUSION
It is expected that careful Planning and Organising of Statistical Surveys are carried
out with regard to Road Traffic Management; to foster a better scientific approach in
curbing the carnage on our roads.
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BASIC MANAGERIAL SKILLS
INTRODUCTION
Management generally refers to people or group of people who at different levels in an
organization direct, inspire, measure and monitor the activities of others for the
achievement of set goals. Since Management principles are of universal application, the
roles expected of managers at the various organizational hierarchies are basically the
same, although in varying degrees of application.
MANAGEMENT ASSESSMENT OF PROFICIENCY (MAP)
Successful performance in any management position requires the possession of some
set of relevant competencies. A managerial competency model is a set of related
success factors including skills, knowledge, and attitudes that are fundamental in
determining the proficiency of a manager. In effect, competences are not simply
related to knowledge and skills but equally the behavioural aspects of management
character and application of knowledge which usually produce the desired outcomes.
The methodology for assessing managerial competence in human resource and training
applications is best described by the term, Managerial Assessment of Proficiency
(MAP).
When considering candidates for the hiring process or employees for transfer and
promotions; and when creating or updating succession and replacement plans,
organizations often specify attributes known as Knowledge, Skills, and Abilities (KSA)
which are critical in predicting managerial successes.
AIM
This paper sets out to expose FRSC officers to the causal relationships, divergences
and implications of managerial skills, knowledge and abilities necessary for successful
performance at the various levels of the organizational hierarchy.
OBJECTIVES
At the end of this discussion, participants are expected among other things to;
1. Become acquainted with the various categorization of management skills
2. Understand the degree of utilization of these skills for decisions related to
recruitment, placement, transfers, promotions and performance appraisal at the
various levels of management
3. Learn the various methods of developing and improving requisite management
skills
4. Appreciate the implications of KSA on the success or otherwise of effective
management.
5. Acquire sufficient knowledge to constructively evaluate and proffer enlightened
suggestions for the development of management potentials and improved service
delivery capacity in FRSC.

ANALYSIS OF CONCEPTS
For purposes of clarity, it is imperative to make reasonable efforts at defining or
describing some concepts within the context for which they are applied in this paper.
This is to reduce ambiguity given the close similarity and frequent temptations to use
some of these terms interchangeably.
 Knowledge: Knowledge refers to theoretical information concepts and principles
regarding a particular subject. It is most usually acquired through books, media,
encyclopaedias, academic institutions and other sources. Knowledge is an
intangible asset which can ordinarily be transferred from one person to another
given appropriate circumstances.
 Skill: Skills are the proficiencies and ability of applying knowledge in a particular
context. Sometimes, certain skills are inherent in a person but in most cases
they are developed through training or experience. For instance, some people
are born writers. In effect, skills are usually improved upon through the
acquisition of requisite knowledge and experience provided by trials and error.
Some skills can never be transferred to other people due to the intuitiveness
built over years of practical exposure to the intricacies of a job.
 Abilities: Ability is a competence demonstrated by the character and attitudinal
dispositions of a person or a behaviour that results in observable outcomes.
Abilities are better thought of in terms of the finesse of some human qualities
such as time management, personal organization and prioritization abilities that
can help manger to effectively discharge his responsibilities and achieve
desirable outcomes.
 Talent:
Talent is something personal in an individual and represents a
native gift from nature. While there is hardly anyone without a talent, all
persons cannot be artists, athletes, scientists or teachers but regardless of any
particular gift of talent they it must be developed and improved upon to become
an appropriate skill.
TYPES OF MANAGEMENT SKILLS
Managerial skills refer to those attributes required by every manager to maintain high
efficiency in the way he or she works with and through people to get organizational
tasks done. The attributes required to successfully performing the managerial are
varied and almost inexhaustible but these skills could be compartmentalized into or
embodied in broad categories. A Manager requires a different mix of these skills as he
progresses along the organizational hierarchy. According to Robert Katz, essential
skills for a successful management process are broadly categorized as:
1. Technical
2. Conceptual; and
3. Human or interpersonal managerial skills.
TECHNICAL SKILLS
Technical skills have to do with particular the training, experience, aptitude and
peculiar proficiency required to effectively discharge on tasks at the functional levels

of an organisation. The skills are not only for work on machines or other equipment, but
include the intangible skills needed to realize the minute details of the task efforts
either in the production, administration, marketing or finance units. Technical skills are
most important for first–level managers, but the significance for these skills decline
with progress towards the middle-level and even tend to disappear at the top
management level. Technical skills are the entry-level requirements for executive
positions but as we go through the hierarchy from the bottom to higher levels, the
technical skills lose their importance. Examples of technical skills and detailed
components required for the various functional areas of Management in FRSC include:
Personal Organizational Skills: Able to establish priorities in accordance with management objectives and to
meet deadlines
 Able to set goals and work independently:
 self-disciplined and ability to use effective time management tools
 Able to reach sound logical conclusions based on information at hand- evaluate,
analyze, negotiate and recommend alternatives
 A knowledge of business principles and practices
 Able to plan, organize, execute assignments to meet deadlines
 Able to take calculated risks based on sound judgment
 Flexibility - ability to modify management style and behavioural approach to
reach goal
Public Education Skills: Able to communicate with ease on a professional level
 Able to make a persuasive, clear presentation of ideas or facts, given time for
preparation
 Able to effectively communicate both in technical and lay language
 Able to answer telephone inquiries effectively
 Experience in television and radio presentation
Training and Facilitation Skills: Basic understanding of educational principles and techniques
 Able to develop new skills and keep abreast of new knowledge
 Able to use audio-visual materials and equipment
 Able to design and develop educational materials for specific audiences
 Understand needs, expertise and expectations of various audiences including
students, educators, consumers, salespeople and customers
 Understand psychological influence of line and shape, color and texture
Research Skills: Able to plan research, execute and evaluate
 Knowledge of basic scientific and experimental techniques, experimental design
and statistics
 Understand relationship between laboratory and consumer testing approaches
 Problem analysis and effectiveness in seeking pertinent data and determining
the cause of the problem
 Knowledge of research and survey techniques

Personnel Administration Skills: Interviewing and hiring skills
 Able to evaluate employee performance
 Understanding of state and federal labour laws
 Able to develop and write job descriptions, train and coach employees
 Sensitivity to other employees' needs and emotions
 Knowledge of life/family patterns in other cultures
 Able to delegate and guide a group or individual to accomplish given tasks
 Understand FRSC organization goals, policies, procedures
Computer Skills: Able to interpret computer data sheets
 Able to operate computer
 Understand computer hardware and software availability and terminology
 Understand computer application to FRSC operations
 Able to identify advantages of computer applications
Financial Skills: Understand various financial systems and basic economics
 Understand budgetary process and techniques
 Understand statistics and mathematics
 Able to interpret financial data and annual reports
 Able to develop economic forecasts
 Able to explain label information, pricing and universal product code
CONCEPTUAL SKILLS
Conceptual skills refer to the more abstract mindset, ability or knowledge for seeing
the organization in a holistic approach. This skill enables the manager to comprehend
the organization in a strategic perspective through analyzing and realistically
diagnosing the different departments, units and circumstances and to predict the
future for the organization on the basis of such objective analysis.
Organizations have many functional units such as production/ operation, marketing,
administration, finance, etc; and all these elements have different goals which are
sometimes even completely opposed. It is worthy to note that a manager may seldom
encompass all the fields of knowledge which relate to all decisions he must make in his
position. But like (Imaga, 1996:173 & 174) observes, the manager as a catalytic agent,
must comprehend, evaluate, interrelate and appraise the work and thoughts of others
without necessarily being able to absorb the task processes in details.
Conceptual skills therefore help functional managers think outside the box, to look at
the organization from beyond the goals of a single department and to make overarching
decisions that affect the entire system and satisfy overall corporate goals. A manager
therefore must be in a position to properly evaluate and integrate the varied
departmental goals as he navigates the internal and external operating environments;
and to, take advantage of identified threats and opportunities for the overall benefit
of the organization.

Conceptual skill relates to the objective application of the principles of
interdependence which is a central feature of modern organization where no one has
complete autonomy and most employees and functional units are tied to others by their
work, technology, management systems, and hierarchy.
The importance placed on conceptual skills recedes as manager progresses to the top
management class. Furthermore, conceptual skills are seldom required for the firstlevel managers.
HUMAN RELATIONS SKILLS
One of the most important tasks of managers is to work with people. The manger is
therefore expected to transform after a certain level of his career into becoming a
leader. As a leader, the manager is expected to influence people. Human relations skills
relate to optimal refinements in the soft side of humanity which results in crossorganizational relationships between the manager and those he comes in contact with
both within and outside the organization in the discharge of his duties. The diplomacy
and team playing ability of the manager creates the goodwill required to attract
relevant resources, facilitate wilful collaborative linkages and convivial environment for
seamless achievement of set goals.
These social skills are most important for the success of managers at the topmost
echelon of every organization. Accordingly, human relations skills are sine qua non for
the success of scientific management Arthur (1960:74).
A few examples of the manifestations of these interpersonal skills in a manager
include;
 Able to work cooperatively with a wide variety of people
 Professional attitude in regard to motivation, cooperation, flexibility,
confidentiality, ethics and personal development
 Strong listening skills - able to identify important information in oral
communication
 Sensitivity - able to perceive and respond sensitively to the needs of others
 Able to negotiate and effectively get ideas accepted
Fundamental to the development of human relations skill is the acquisition of sufficient
Emotional Intelligence which in the words of Daniel Goleman, distinguishes great
leaders from merely good ones. Emotional Intelligence refers to a group of five skills
that enable the best leaders to maximize their own and their follower’s performance.
Hall marks of Emotional Intelligence skills include:
 Self-awareness:– Consciousness of one’s strengths, weaknesses, drives, values
and impact on others
 Self-regulation:– Controlling or redirecting disruptive impulses and moods
 Motivation:– Being driven to achieve for its own sake
 Empathy:– Understanding other people’s emotional makeup and feelings,
especially when making decisions
 Social skill: - Managing relationships and building rapport with others to move
them in desired directions.

The process of transforming from an ordinary manager into a leader is an arduous task
which eventually results in attitudinal adjustments and positive change in the
perception of management roles. A leader becomes more interested in the setting of
direction rather than merely planning and budgeting. The major strength of a leader
lies in aligning people to organizational objectives instead of organizing and staffing.
More importantly, the leader motivates rather than apply the instruments of command
and control.
SETTING DIRECTION VERSUS PLANNING AND BUDGETING:Leadership brings about radical changes by setting a direction - a vision that describe a
business, technology or corporate culture in futuristic terms and chart a feasible path
for achieving this goal. The direction-setting aspect of leadership does not produce
plans but changes. The desired change is actualized by the creative articulation of a
realistic vision with strategies for achieving the change. Planning and budgeting on the
other hand, set targets of typically medium term durations, establish detailed steps
for achieving those targets, and then allocate resources to accomplish the plans. This is
more of a structure maintenance management process, deductive in nature and
primarily designed to produce orderly results, not change.
ALIGNING PEOPLE VERSUS ORGANIZING AND STAFFING:Managers strive through the organizing and staffing functions to create human
systems that can implement plans as precisely and efficiently as planned. Organizing
and staffing involve a number of potentially complex decisions bordering on determining
appropriate structures and reporting relationships, the selection and placement of
individual staff, development of detailed training and work plans, the establishment of
delegation policies as well as the manipulation of economic incentives, rewards and
punishment. In contrast, leaders simply align the people to organizational objective by
empowering them. This empowerment is facilitated by a clear sense of direction
properly communicated to many more organization personnel and stakeholders including
suppliers, government officials, and even customers. Every person who can help
implement or block implementation of the vision and strategies becomes adequately
acquainted with this vision. With the clear sense of direction, lower-level employees are
inspired to initiate actions and behavior is consistent with the vision. Leadership then
relies on empathy to coach, mentor and develop people and gets them to move down an
identified path of appropriate behaviour. Aligning people to organizational objective is
a communication process which produces more organic than mechanistic organizations
that are better equipped to triumph under fast changing circumstances.
MOTIVATING PEOPLE VERSUS CONTROLLING AND PROBLEM SOLVING:
Leadership generates highly energized behaviour which is important for coping with and
conquering the inevitable barriers to changes by satisfying the basic human needs for
achievement, recognition, self-esteem, and self-actualization.
Motivation and
inspiration energize people, touch them deeply and elicit a powerful response. On the
other hand, the command and control mechanisms of management compel compliance to

planned system behaviour through sanctions and economic incentives to check
deviations. The whole essence of command and control is to produce normal people who
behave in normal ways to complete routine jobs under normal circumstances. Command
and control measures are not intended to prepare employees to confront the challenges
of changing situations.
UTLILIZATION, DEVELOPMENT AND RELEVANCE OF MANAGEMENT SKILLS IN
FRSC
FRSC officers at whatever rank and position are first of all managers and leaders of
persons. Accordingly, it may be convenient to categorize and align the various ranks of
FRSC officers according to broadly established management hierarchy. For this
purpose, officers between the ranks of Assistant Route Commander (ARC) and Chief
Route Commander (CRC) may be classified as low-level management officers; those
between the ranks of Assistant Corps Commander (ACC) and Corps Commander (CC) will
be treated as the middle-level management cadre, while Assistant Corps Marshals
(ACMs), Deputy Corps Marshals (DCMs) and the Corps Marshal (CM) will form the top
management class.
LOW-LEVEL MANAGEMENT
High premium will normally be placed on the possession of technical skills by FRSC
officers at the low level management positions because at this level, in-depth
knowledge of the rudiments of daily routines either as Patrol leaders, or Staff officers
in the various departs, Corps offices and Special Units is considered paramount.
Perhaps this is what people rely on when they canvass for ‘professionalization’ in FRSC.
It is logical here to admit that for effectiveness as Lawyers, Medical professionals,
Accountants, Engineers, Mass Communicators, Counsellors, Administrators, Computer
Analysts and Information Technologists, Researchers and Investigators etc, high
degree of rudimentary knowledge, training and experience in the specific fields are
fundamentally inevitable.
The possession and improvement on these critical technical capabilities should
ordinarily constitute the basic criteria for recruitment, placement, performance
appraisal and promotion of officers of this cadre in various Departments and Corps
Offices like Safety Engineering, Finance and Accounts, Planning, Research and
Statistics or Legal, Medical and Rescue Services, Public Education, ITC, etc. Training
design and development programmes for this calibre of officers should also take
technical skills into consideration. They still require some elements of the conceptual
and human relations skills but in lesser degrees. However, as an officer progresses to
the middle level management category where they are more likely to hold commanding
positions, the emphasis placed on technical skills over and above the conceptual and
human relations skills must as of necessity decrease. This explains why some managers
may be super performers at the low or middle levels of management but become dismal
failures when promoted to higher positions (Owoechukwu, 2008: 274).

Generally, technical skills are gained through education. These abilities are however
strengthened through training, persistence, practice, and feedback from colleagues or
coaches. This is accomplished through staff exposure to junior staff courses and the
creation of opportunities for officers to get involved in challenging responsibilities
early in their career life
MIDDLE MANAGEMENT CADRE
Conceptual skills are of more pre-eminence for success at the middle level management
position because the officer now needs to comprehend the entire FRSC in strategic
perspectives and from a stand point beyond the parochial confines of any functional
area of the Corps. With sufficient conceptual skills, it becomes possible at this point
for an officer who is not necessarily versed in the peculiar task function of a particular
department to command a formation or head any department of Corps Office. After
all, the leader’s task is to get the work done through other people.
Conceptual skills can be acquired and strengthened through a combination of exposure
gained through lateral transfers on the job, workshops, seminars, and social experience
inherent in cross departmental interactions. It has also been found that early
opportunities within manager’s career to actually try to lead, to take a risk, and to learn
from both triumphs and failures reinforce the conceptual skills and help managers
develop a wide range of leadership skills and perspectives.
TOP MANAGEMENT
Effective performance at the top levels of management requires a predominance of the
human relations skills and only very little of technical and conceptual skills. Therefore,
a Chief Executive does not necessarily need to be proficient in the day to day
operational activities of the organization. All that is required at this level is a polished
personality, sufficient political clout and ability to effectively deploy Emotional
Intelligence in initiating and participating in bilateral engagements to attract the
requisite resources and favourable image for an organization’s success. This explains
why a non-career officer with very little knowledge of routine road safety activities
and without prior paramilitary training could successfully pioneer the operations of the
Corps for several years. Human relations skill has to do with the strength of social
breadth and networks acquired through long term experience both inside and outside a
particular organization.

CONCLUSION
Management skills and abilities represent a sense of leadership potentials available in
individuals and indicate steps that could be taken to further develop executives for
organizational effectiveness. Whereas Knowledge refers to theoretical information
acquired about any subject, skills and expertise are usually acquired through practical
exposure and experience from the application of knowledge. Different levels of
management require different mix of the three broad categories of management skills.
From this discussions, the obvious fact that considerations for the various management

skills should form an appropriate benchmark for the recruitment of FRSC officers,
placements, transfers, promotions and performance appraisals across all levels of
management has been highlighted.
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CONFLICT RESOLUTION
INTRODUCTION:
When people work collaboratively, conflict will always arise. Understanding the nature
and source of conflict and its progression and stages, resolution, and outcome is a vital
aspect of living. Causes of conflict include the miscomprehension of communication,
emotional issues, personal history, and values. When the difference is understood and
the resultant behavior properly addressed, most conflict can be settled in a way that
provides needed change in an organization and relationships. There are serious
consequences of avoiding or mismanaging disagreements. Informed leaders can
effectively prevent destructive conflicts.
AIM
To acquaint participants with the basic skills in conflict management and resolution.
OBJECTIVES
At the end of this lecture participants are expected to be at home with
a.
b.
c.
d.
e.
f.

The definition of conflict
Types of conflict
Best practices in conflict management and resolution
Implementation
Challenges and
The way forward

DEFINITION OF TERMS:
Conflict: The Cambridge Dictionary defines conflict as an activedisagreemetbetween
people with opposingopinions or principles. It can also be defined as fighting between
two or more groups of people or countries.
Wilmot & Hocker defined conflict as "An express struggle between at least two
interdependent parties who perceive incompatible goals, scarce resources and
interference from others in achieving their goal".
According to Wall, conflict is a process in which two or more parties attempt to
frustrate the others' goal attainment...the factors underlying conflict are threefold:
interdependence,difference in goals and differences in perceptions.
Conflict therefore can simply be defined as A struggle for power, property etc, a
strong disagreement between people, groups that results in angry argument. A
difference that prevents agreement. A disagreement between ideas, feelings etc.
Management: The Webster’s Comprehensive Dictionary defines management as the
skilful use of means to accomplish a purpose.

Resolution: This means a proposition offered to or adopted by an assembly.
Conflict management and resolution therefore refers to the skillful process involved in
facilitating the peaceful ending of conflict and retribution .
TYPES OF CONFLICTS
Conflict is classified into the following four types:
a. Interpersonal conflict - Refers to a conflict between two individuals. This occurs
typically due to how people are different from one another. We have varied
personalities which usually results to incompatible choices and opinions. Apparently,
it is a natural occurrence which can eventually help in personal growth or in
developing your relationships with others. In addition, coming up with adjustments is
necessary for managing this type of conflict. However, when interpersonal conflict
gets too destructive, calling in a mediator would help so as to have it resolved.
b. Intrapersonal conflict - Thisoccurs within an individual. The experience takes place
in the person’s mind. Hence, it is a type of conflict that is psychological involving the
individual’s thoughts, values, principles and emotions. Interpersonal conflict may
come in different scales, from the simpler mundane ones like deciding whether or
not to go organic for lunch to ones that can affect major decisions such as choosing
a career path. Furthermore, this type of conflict can be quite difficult to handle if
you find it hard to decipher your inner struggles. It leads to restlessness and
uneasiness, or can even cause depression. In such occasions, it would be best to seek
a way to let go of the anxiety through communicating with other people. Eventually,
when you find yourself out of the situation, you can become more empowered as a
person. Thus, the experience evoked a positive change which will help you in your own
personal growth.
c. Intragroup conflict – This is a type of conflict that happens among individuals within
a team. The incompatibilities and misunderstandings among these individuals lead to
an intragroup conflict. It arises from interpersonal disagreements (e.g. team
members have different personalities which may lead to tension) or differences in
views and ideas (e.g. in a presentation, members of the team might find the notions
presented by one of them to be erroneous due to their differences in opinion).
Within a team, conflict can be helpful in coming up with decisions which will
eventually allow them to achieve their objectives as a team. However, if the degree
of conflict disrupts harmony among the members, then some serious guidance from a
different party will be needed for it to be settled.
d. Intergroup conflict -Thistakes place when a misunderstanding arises among
different teams within an organization. For instance, the sales department of an
organization can come in conflict with the customer support department. This is due
to the varied sets of goals and interests of these different groups. In addition,
competition also contributes for intergroup conflict to arise. There are other
factors which fuel this type of conflict. Some of these factors may include a rivalry
in resources or the boundaries set by a group to others which establishes their own
identity as a team.

BEST PRACTICES IN CONFLICT MANAGEMENT AND RESOLUTION:
Litigation and trial has been the traditional method in which a judge decides who is
right or wrong. That is where someone wins and someone loses. There are however,
many other options which includes Negotiation, Mediation and Arbitration often
referred to as ADR or Alternative Dispute Resolution. These options are often more
appropriate methods of dispute resolution which results in fair, reasonable and just
answer to both parties.
Settlement and compromise have long been favored in our legal system. Most cases
filed in court are more often settled, only about 5% of such cases go to trial. ADR
procedures are excellent options in dealing with controversy facilitating early
resolution with less expenses than traditional litigation. In fact most courts the world
over require parties to consider some form of ADR before going to trial.
NEGOTIATION
This is the most basic means of settling differences, a back and forth communication
between parties in a conflict with the goal of finding a solution. Negotiation can be
direct between parties or through attonies who will do so on behalf of the parties.
There are no specific procedure to follow, parties can determine their own procedure.
Negotiation enables parties to participate directly in the decisions that affect them,
here, the need of both parties are considered. A negotiation agreement can be reduced
into contract and enforceable.
Note that negotiation can be used at any stage of conflict - before a suit is filed, while
the suit is in progress, at the conclusion of trail and even after appeal is filed.
Features of Negotiation
a.
b.
c.
d.
e.
f.
g.

Voluntary
Private and confidential
Quick and inexpensive
Informal and unstructured
Parties control the process
Negotiation agreements can be enforceable
Can result in win - win solution

MEDIATION
This is a voluntary process in which an impartial third party helps with communication
and promotes reconciliation between the parties which enables them to reach a
mutually acceptable agreement. It is often the next step if negotiation fails.
The process is managed by the mediator who facilitates negotiation between parties. A
mediator does not make or force an agreement. Parties directly participate and are
responsible for negotiating their settlement and agreement.
At the beginning, the mediator describes the process and ground rules. Parties or their
counsel have the opportunity to express their views of the dispute. It also helps them

understand each party's point of view. The mediator may meet separately with each
side - separate "caucusing" can help address emotional and factual issues and also
allows time for accessing legal advice from your counsel. Mediation is usually held in the
office of the mediator or an agreed location.
If an agreement is reached in mediation, it can generally be reduced to writing, it can
also become a contract which is enforceable. However if an agreement is not reached,
other options such as arbitration and litigation can be pursued.
It should be noted that mediation can be done with or without attorneys depending on
the nature of dispute, but you may consult a lawyer before the conclusion of the
mediation to be sure you have made informed decisions and your rights are protected.
Mediation can be used in conflicts ranging from disputes between Landlord/tenant,
employer/employee, personal injuries, matrimonial causes, probate issues as well as
simple and complex business disputes. It can be used at any stage of conflict such as
facilitating the settlement of a pending suit.
a.
b.
c.
d.
e.
f.
g.
h.
i.

Features of Mediation
Promote communication and cooperation
Provides basis for resolution of disputes on your own
Voluntary, flexible and informal
Private and confidential
Reduces hostility and preserve ongoing relationship
Help avoid uncertainty, time, cost and stress of going to trial
Allows for mutually acceptable agreements tailored to meet your needs
Can result in win - win solution.

ARBITRATION
This entails the submission of a disputed matter to an impartial person (the
arbitration) for decision. Arbitration is typically an out of court method of resolving
conflict. The process is controlled by the arbitrator who listens to both parties and
make a decision. Like a trial, only one side will prevail and unlike trials, rights of appeal
are limited.
The arbitrator conducts the hearing in the presence of the parties, even though
documents, evidence or exhibits and testimony. In some instances, parties agree to
establish their own procedure. There can be either one or a panel of three arbitrators
and parties can be represented by counsel. The decision in arbitration can be binding on
parties if they so agree previously, and in which case the rights of appeal are limited.
An arbitration award can be reduced as judgment in a court and be enforceable. In nonbinding arbitration, a decision may become final if parties agree to accept it or serve to
help in evaluating the case and be a starting point for settlement talks. It should be
noted that if a contract is signed with an arbitration clause, the arbitrator may make a
final decision and the right to a court trial may be waived.

Features of Arbitration
a. Voluntary
b. Private
c. Less formal and structured than going to court depending on applicable
arbitration rules
d. Quicker and less expensive than going to court.
e. Each party shall have the opportunity to present evidence and make arguments
f. Parties have the right to choose an arbitrator with specialized expertise
g. Arbitration decision may resolve the dispute and may be final
h. Arbitration award can be enforced in court
i. If non-binding, parties have the right to trial
In most cases if parties fail to settle their disputes through negotiation, mediation,
arbitration or some other means, then they can pursue litigation through the courts.
LITIGATION
In this method, the courts and the civil justice system are used to resolve conflicts. It
is used to compel the other party to participate in the solution. It involves the filing of
a suit in court wherein rules of procedure must be followed. The process includes a full
examination and determination of the issues between the parties with each party
presenting his case to the judge and the decision is made by applying the facts to
applicable law.
The verdict concludes the litigation process and is enforceable. However, the loser may
appeal the decision in a higher court.
Features;
a. Involuntary
b. Formal and structured with rules of evidence and procedure
c. Each party can present his evidence and arguments and be cross examined
d. Public - Court proceedings and records are open
e. Decision is based on law
f. Decision can be final and binding
g. Right of appeal exist
h. Losing party may pay cost
CONSIDERATIONS IN SELECTING THE APPROPRIATE METHOD
The methods you use to resolve your conflict will depend on your personal needs and
the nature of the dispute. You may consult a counsel to help suggest which process best
serve your situation.
a. Private and confidential or public court setting
b. Informal setting and a more flexible process or formal with specific rules to
follow
c. Personal control or decision made by a judge with specific rules to follow

d.
e.
f.
g.

Time
Cost
Maintaining relationships
Dispute decided on question of law, resolved with business principles, or a
solution found through other fair yet practical means
h. Binding and easily enforceable.
IMPLEMENTATION
Most of the methods of conflict resolution enumerated above have been in use in our
day to day interactions. We have in fact used them in settling disputes arising from our
patrol operations, in marketing some of our products and policies where the FRSC is
sued in court for perceived wrongs.
The Corps legal office has to a large extend deployed the use of ADR in resolving some
of the conflicts arising from pre- action notices received from aggrieved parties
complaining about illegal arrest and impoundment of their vehicle or for assault on them
by members of our patrol teams while of patrol. This has enabled FRSC to resolve most
of the conflicts arising from its operation and still maintain a very cordial relationship
with its customers.
The Federal Government of Nigeria has also employed the use of conflict resolution
methods in its attempt at resolving most of the ethno - religious conflict bedeviling the
country. It has recently established the National Council of Traditional Rulers which
will build bridges across the ethnic and religious divides.
CHALLENGES IN MANAGING AND RESOLVING CONFLICTS:
Some factors that can impact how we respond to conflict are listed below with
explanations of how these factors might affect us.
a. Gender: Some of us were socialized to use particular conflict modes because of our
gender. For example, some males, because they are male, were taught “always stand
up to someone, and, if you have to fight, then fight.” If one was socialized this way
he will be more likely to use assertive conflict modes versus using cooperative
modes.
b. Self-concept: How we think and feel about ourselves affect how we approach
conflict. Do we think our thoughts, feelings, and opinions are worth being heard by
the person with whom we are in conflict?
c. Expectations: Do we believe the other person or our team wants to resolve the
conflict?
d. Situation: Where is the conflict occurring, do we know the person we are in conflict
with, and is the conflict personal or professional?
e. Position (Power): What is our power status relationship, (that is, equal, more, or
less) with the person with whom we are in conflict?
f. Practice: Practice involves being able to use all conflict resolution modes
effectively, being able to determine what conflict mode would be most effective to

resolve the conflict, and the ability to change modes as necessary while engaged in
conflict.
g. Determining the best mode: Through knowledge about conflict and through practice
we develop a “conflict management understanding” and can, with ease and limited
energy, determine what conflict mode to use with the particular person with whom
we are in conflict.
h. Communication skills: The essence of conflict resolution and conflict management is
the ability to communicate effectively. People who have and use effective
communication will resolve their conflicts with greater ease and success.
i. Life experiences As mentioned earlier, we often practice the conflict modes we saw
our primary caretaker(s) use unless we have made a conscious choice as adults to
change or adapt our conflict styles. Some of us had great role models teach us to
manage our conflicts and others of us had less-than-great role models. Our life
experiences, both personal and professional, have taught us to frame conflict as
either something positive that can be worked through or something negative to be
avoided and ignored at all costs.
j. Lack of cooperation by parties to the conflict
THE WAY FORWARD
The primer outlines and describes numerous actions that individuals can undertake to
improve their own ability to positively manage the inevitable conflicts that arise in
individual and organizational relationship today. Some of the suggestions include
There should be a conscious effort by individuals, organizations and
move from conflict resolution to conflict prevention

government to

a. Accessing education and training in conflict and conflict management,
b. Improving communication skills,
c. Recognizing that men and women have different communication styles and
responses to conflict, and
d. Adopting a more positive approach to others.
On a larger scale, Non Governmental Organisations should be encouraged to embark od
research and programs of peace education for communities and also serve as
facilitators of dialogue between conflicting groups especially in cases of ethno religious conflicts.

CONCLUSION:
Conflict may seem to be a problem to some, but this isn’t how conflict should be
perceived. On the other hand, it is an opportunity for growth and can be an effective
means of opening up among groups or individuals. There will always be times when court
room trial is best option, you are however better served by one of the other
alternative dispute resolution processes above. With a better understanding of the

considerations which helps you chose the most appropriate method, conflict can be
more successfully managed and disputes more satisfactorily resolved. Conflict
therefore should not be understood solely as an inherently negative and destructive
occurrence, but rather as a potentially positive force to change if harnessed
constructively.
Thank you for listening
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EFFECTIVE CUSTOMER SATISFACTION IN THE SUSTAINED
IMPLEMENTATION OF THE QUALITY MANAGEMENT SYSTEM IN FRSC
INTRODUCTION
1. The concept of good governance and service delivery came into the fold of Nigeria
History by the institutionalization of SERVICOM in Public service on the 21st of
March, 2004. The government of the then President, Olusegun Mathew Aremu
Obasanjo identified time wastage in carrying out scheduled duties by Public
servants. Generally the citizenry were not being treated fairly by people in
authority; there was no transparency in act of governance. This almost made the
society lose confidence in the system (government), etc.
2. It was against this backdrop that the Federal Government entered into a social
contract (Service Compact) popularly known as SERVICOM with the people of
Nigeria. With this development Nigerians are expected to resist poor service
delivery or express their dissatisfaction with the quality of services rendered by
either the Government or any of its organs, FRSC inclusive.
3. One may recall that, before the advent of the Quality Management System (QMS)
in FRSC, the Corps was faced with a lot of litigations / petitions from the motoring
public and even the members of staff and other stakeholders. Such petitions
bordered on touting in Driver’s license, processing of numbers plates which at times
turned out to be fake and the over zealousness of the operational staff of the
Corps which has cost the Commission a lot of fortune in monetary terms .
4. Some of these issues were addressed by the introduction of the FRSC SERVICOM
CHARTER on 1st July, 2004 by the then COMACE Major Gen Haldu Anthony
Hananiya (Rtd), the gains of this were further enhanced with the introduction of
the Quality Management System in FRSC by the then COMACE Osita Benjamin
Chidoka, OFR.
AIM
The aim of this lecture is to acquaint participants with customers’ and other
stakeholders’ expectations from FRSC service delivery as enhanced by the
implementation of the QMS.

OBJECTIVES
At the end of this lecture it is expected that participants should be able to:
1.
Enumerate the services rendered by FRSC
2.
Explain the concept of QMS in FRSC
3.
Identify the customers / stakeholders of FRSC
4.
Highlight the major objectives of QMS

DEFINITION OF TERMS
SERVICOM:SERVICOM is derived from the phrase “service compact”, in other words,
it is a contractual agreement between the Government and Nigerians as regards good
governance and service delivery.
Quality Management System (QMS): This is a systematic approach to good service
delivery by setting standards, goals and the processes of execution, with a feedback
mechanism known as Performance Management System (PMS).
Customers: These are people that need the services of FRSC (Governments, corporate
organizations, international organizations, the motoring public, etc) and or her products
(drivers licenses, vehicle number plates, etc).
Stakeholders: these include governments, corporate organizations, individuals and
other agencies that collaborate with FRSC to achieve her mandates.
EXPECTATION OF FRSC CUSTOMERS
The members of the public expect FRSC as an organization to:
1. Ensure that the members of the Corps live up to their social and moral obligations
as regards the achievement of the statutory responsibilities of the organization as
stipulated in section 10 (ii) of the FRSC (Establishment) Act, 2007.
2. Effectively coordinate the various processes leading to the accomplishment of the
Commission’s strategic goals and objectives.
3. Ensure that all scheduled officers treat their clients or customers in line with the
provisions of the FRSC SERVICOM work Ethics.
FRSC SERVICOM WORK ETHICS
In the quest to meet up with her customers’ expectations the SERVICOM Unit drew up
an ethical code of conduct for Corps members.
These Include:
1. It is expected that no officer leaves files unattended to for more than 48 hours.
2. No lateness to work
3. Dress properly, correctly and responsibly
4. Members of Staff should not indulge in such vices like malingering, loitering,
idleness, drunkenness, etc.
5. The conduct of Staff should be guided by the concept of quality service delivery.
6. It is expected that during working hours members of staff should be “on their
seats”.
7. Response to request from clients (customer or stakeholder) must be processed
within 15 working days by schedule officers or acknowledgement be sent within 48
hours if the matter is complex.
8. Members of the Corps are expected to attend to customers/clients as the case
may be, politely and within a specific time frame.

QUALITY MANAGEMENT SYSTEM (QMS) IN FRSC
The QMS in FRSC was introduced as a concept in 2008; the concept encompasses the
stating of the values, vision and mission of FRSC, setting up of goals, establishment of
standard processes, production of a Quality Manual, introduction of job binder and the
Performance Management System (PMS).
1.
2.
3.
4.
5.
6.
7.
8.

The Values, Visions and Mission of FRSC:
Values
Prompt Rescue
Robust Data Management
Transparency
Fairness
Timeliness
Service Orientation

Vision
To reduce road traffic crashes and create safe motoring environment in Nigeria.
Mission
 Sustained public Enlightenment
 Effective Patrol Operations
 Improved Administration
 Stakeholder Cooperation
Quality Policy: The Management rolled –out the quality policy as an upshot of the Vision
of the Commission. The Policy thrust states that “The Federal Road Safety Corps is
committed to creating a safer motoring environment through compliance with the FRSC
(Establishment) Act 2007 and other traffic laws and Quality Management System
Standards with a view to continually improving its mode of operation”.
FRSC Strategic Goals: Targets and goal setting is a vital aspect of the QMS in FRSC
this enables management to assess or evaluate the performance. There are basically 3
strategic goals at the moment these are:
1. Improve Safe fleet Regulation and Sustain Stakeholders’ Consultation
2. Collaborate with states on Improved Safety Administration
3. Improve Enforcement and Public Education
Job Binder: A job binder is a written document which clearly spells out the job
description, specification, functions and expectations of a staff. It is normally
prepared taking into cognizance one’s job specifications and expected deliverables
keying into what the Departments / Corps Offices or Units are to achieve.

CONCLUSION
With the Corps embracing the idea of SERVICOM and the concept of Quality
Management System, the friction between FRSC and its customers as regards service
delivery on one hand and value added to the satisfaction of the client has been
reduced.
The communication gap that hitherto existed has been narrowed through the QMS
hence less petitions/litigations.
Thank you for listening.
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APPRAISAL METHODOLOGY IN FRSC

INTRODUCTION

Appraisal is a means of evaluating the performance of students in schools, the school
itself, Government parastatals, organizations and their staff. However, this paper will
discuss appraisal in FRSC. Appraisal is used for staff optimization, promotion, posting,
appointment etc.

AIM:
The aim of this paper is to acquaint course participants with appraisal methodology in
FRSC.

OBJECTIVES
At the end of this paper, participants should be able to
1. Give the meaning of appraisal.
2. List the objectives of appraisal in FRSC.
3. Describe the appraisal system in FRSC before the current system.
4. List the essential elements of the current appraisal system in FRSC.
5. Itemize the levels of performance appraisal/appraisal

methodology in FRSC.

6. Explain staff annual job binder.
7. Discuss the annual performance evaluation report (APER)

MEANING OF APPRAISAL
Appraisal means evaluation which in simple terms is a judgment or opinion on something
or somebody, especially one that assesses effectiveness or usefulness.

In other words, appraisal is an act, a process or system for determining, evaluating or
measuring the impact, size or extent of something. The whole essence of appraisal is to
establish a connection between plan and result.

Appraisal as a concept could therefore be seen as an objective measurement of the
effectiveness and output or service delivery of an individual employee, organization or
country, in relation to available resources and in realization of a desired end.

Research has shown overtime that serious-minded and forward looking organizations
make positive headway in a competitive world by clearly enunciating their vision, goals
and objectives as well as precisely articulating their achievements through strategic
focus and an objective system of measurement.

For an objective appraisal to be achieved, a precise clear job description and
specification geared towards the overall realization of the organization’s strategic
quest becomes imperative for each Individual, Command, Department and Corps Office.

OBJECTIVES OF APPRAISAL IN FRSC
Good performance is a criterion an organization uses to measure its capability to
prevail. Appraisal determines the parameters under which programmes, investments
and acquisitions are reaching the targeted results.

All processes of measuring

performance require the use of statistical modelling to determine results.
The fundamental essence of appraisal is to achieve the following:
1. Determine Productivity levels and growth rates
2. Identify the potential obstacles
3. Set Specific, Measurable, Achievable, Realistic and Time-bound (SMART)
targets.
4. Enable Productivity improvement efforts
5. Inspire and motivate staff to work.

The concept of appraisal in FRSC is aimed at achieving the following objectives:
To set clear corporate strategic goals for each year that will cascade across
Departments, Corps Offices, and Commands down to individual staff.

 To review the performance of employees over a given period of time.
 To judge the gap between the desired and actual performance level.
 To help Management in exercising uniform organizational control.
 To help strengthen the relationship and communication between the supervisor
and subordinate.
 To identify capacity gaps/training and development needs for the future that
need to be addressed by the organization, as they relate to either subordinates
or supervisors.
 To provide information to assist in other personnel decisions of the organization.
 To judge the effectiveness of the other human resource systems and processes.
 To ensure that the work performed by employees accomplish the deliverables
expected of the Corps.
 To provide a clear understanding at all levels of the nature and quality of work
assigned to each individual in the organization.
 To ensure that employers receive on-going feedback on how effective they are
performing relative to clearly articulated expectations.
 To ensure that formal appraisals are driven by clear yardsticks such that
measurements are standardized, transparent and deemed to be equitable across
board.
 To ensure that rewards, promotion and compensations are ultimately driven by
the employees’ performance.

BRIEF

DESCRIPTION

OF

APPRAISAL

SYSTEM

IN

FRSC

PRIOR

TO

INTRODUCTION OF THE CURRENT PERFORMANCE APPRAISAL SYSTEM

Prior to the introduction of the current appraisal system in FRSC (The PMS):
 The Corps had not operated from the perspective of an over-arching
organizational strategic thrust.
 Departmental plans largely revolved around routine programmes and tactical
objectives while budgets were often not related to plans.

 Performance targets were not set at the onset of any given period against which
appraisal could eventually be benchmarked, thereby creating room for apathy
and general laissez-faire attitude to work amongst staff.
 The Annual Performance Evaluation Report (APER) forms though religiously
utilized, were often poorly filled. Formal appraisals were therefore held in an
inconsistent manner.
 There were no clear rules of engagement to drive the appraisal process thus
making the process subjective and sometimes dysfunctional.
 Mentoring, supervision, coaching and effective appraisal skills were not viewed
as core strategic competences which all people in leadership and supervisory
positions ought to model.
 In a bid to respond to the prevailing exigencies and to optimally utilize
organizational resources in enhancing performance, the current Management of
the FRSC in 2010 began the process of repositioning the Corps for improved and
efficient service delivery by conducting an internal Strength, Weakness,
Opportunity and Threat (SWOT) analysis on the various operational activities of
the Corps and consequently designed its present appraisal system-the PMS.

PERFORMANCE MANAGEMENT SYSTEM (PMS) CYCLE

ESSENTIAL ELEMENTS OF THE CURRENT APPRAISAL SYSTEM IN FRSC

The new appraisal system aims to tie the day to day activities and targets of an
individual staff with the corporate objectives of the FRSC.
It is characterized by the following:

a. Distinct levels of performance appraisal;
 Corporate
 Departmental
 Command
 Individual
b. Annual Performance Evaluation Report (APER) ;
 Officers
 Marshal Inspectors
 Road Marshal Assistants
c. Staff annual job binder
 Staff bio-data
 Brief description of job function
 Key Performance Indicators
d. Quarterly Assessment of Departments/Corps Offices
 Reporting rendition (45%)
 Task accomplishment and innovations (39%)
 Aligning Service Standards (42%)
 Teamwork and Collaboration (9%)
 Capacity Building (24%)
 Financial and Resource Management (12%)

Management Retreat/ Strategy Session: This is held usually towards the end of the
year to review the overall performance of the Corps for the given period in order to
inform the goals/objectives for the coming year.

LEVELS OF PERFORMANCE APPRAISAL/APPRAISAL METHODOLOGY IN FRSC
Four distinct levels of performance appraisal are identified thus:
 Corporate
 Departmental/ Corps Office
 Command
 Individual

CORPORATE
This is the first level of assessment which deals with conceptualization of the
corporate strategic objectives / goals for the year. This is usually done by the Corps
Marshal’s Office at the beginning of each year, to drive the Corps in a specified
direction in line with the vision, mission and core values of FRSC.

FRSC CORPORATE STRATEGIC GOALS 2016
 Improve Safe Fleet Regulation and Sustain Stakeholders’ Consultation
 Collaboration with States on Improved road Safety Administration
 Improve Enforcement and Public Enlightenment

DEPARTMENT/ CORPS OFFICE
The corporate strategic expectations and goals cascade from the level of the Corps
Marshal to the second level departmental work plan. At the end of each quarter,
Departments/Corps offices performance is assessed based on six performance
yardsticks thus:

REPORT RENDITION (45%): This includes
 Weekly sitrep (9%)
 Monthly report (9%)
 Quarterly report (6%)

 Annual report (6%)
 Special report (productivity measurement report) (15%)

PLANNING AND MONITORING (32%): This includes
Development of a detailed quarterly plan
Holding of weekly review meetings by the Head of Department with his team.

TASK ACCOMPLISHMENT AND INNOVATIONS(39%)
 Projects (physical and non-physical) (3 marks each) 15%
 Accomplishment of statutory functions (0.5 marks each) (3%)
 Accomplishment of Strategic initiatives (3%)
 Accomplishment of management assigned tasks (3%)
 Creativity and innovation (3 marks each) 15%

ALIGNING SERVICE STANDARDS (42%): This places emphasis on service,
 Attendance Register (3%)
 Movement Register (3%)
 Leave matters/records (3%)
 Work environment (3%)
 Record of disciplinary matters (3%)
 Record of Departmental/ Corps Offices meetings (3%)
 Complaints handling/ document follow-up and resolution (15%)
 Nominal roll (3%)
 Provost disciplinary record (6%)
TEAM WORK AND COLLABORATION (9%). This involves
 Internal collaboration (1 mark each) 6%
 External collaboration (1 mark each) 3%

CAPACITY BUILDING (24%): This includes
 In-house lectures (2 marks each) 20%

 Seminars and workshops (1 mark each) 4%

FINANCIAL AND RESOURCE MANAGEMENT (12%): This includes
 Retirement of monthly allocation 3%
 Retirement of special funds 3%
 Facilities management 3%
 Budget performance 3%

The appraisal system (PMS) rests greatly on the plank of evaluation of programmes and
policy implementation aimed at realization of the overall Corporate Strategic
Objectives and Goals of the Corps by Departments, Corps Offices and Commands.
A quarterly performance assessment has led to the creation of a healthy competitive
working environment as all the component functional units aspire to the realization of
their individual targets. The quarterly comparative analysis enables each department or
office to take stock of its previous or current performance with a view to identifying
areas for improvement.

COMMANDS
The under-listed parameters are adopted by the Operations Department in the
assessment of Field Commands for realization of the Corps’ Strategic Goals:

REPORT RENDITION (45%): This includes
 Weekly sitrep (9%)
 Monthly report (9%)
 Quarterly report (6%)
 Annual report (6%)
 Special report (productivity measurement report) (15%)

PLANNING AND MONITORING (32%): This includes
Development of a detailed quarterly plan

Holding of weekly review meetings by the Head of Department with his team.

TASK ACCOMPLISHMENT AND INNOVATIONS(39%)
 Projects (physical and non-physical) (3 marks each) 15%
 Accomplishment of statutory functions (0.5 marks each) (3%)
 Accomplishment of Strategic initiatives (3%)
 Accomplishment of management assigned tasks (3%)
 Creativity and innovation (3 marks each) 15%

ALIGNING SERVICE STANDARDS (42%): This places emphasis on service,
 Attendance Register (3%)
 Movement Register (3%)
 Leave matters/records (3%)
 Work environment (3%)
 Record of disciplinary matters (3%)
 Record of Departmental/ Corps Offices meetings (3%)
 Complaints handling/ document follow-up and resolution (15%)
 Nominal roll (3%)
 Provost disciplinary record (6%)
TEAM WORK AND COLLABORATION (9%). This involves
 Internal collaboration (1 mark each) 6%
 External collaboration (1 mark each) 3%

CAPACITY BUILDING (24%): This includes
 In-house lectures (2 marks each) 20%
 Seminars and workshops (1 mark each) 4%

FINANCIAL AND RESOURCE MANAGEMENT (12%): This includes
 Retirement of monthly allocation 3%
 Retirement of special funds 3%

 Facilities management 3%
 Budget performance 3%

INDIVIDUAL
For performance to be effective and in line with role, team and departmental
requirements, performance expectations must be set and clearly communicated.
Each employee must have a clear and detailed understanding of the performance
standards required of them, a detailed description and appreciation of how their tasks
and the quality of work inputs into the overall performance of the organization.
Each staff is expected to develop his personal action plans for the year i.e. articulate
his proposed target and action plans which are derived from his Departmental work
plan. This forms the Staff Job Binder.

Also employed in the appraisal of Individual Staff performance is the Annual
Performance Evaluation Report (APER)

THE STAFF ANNUAL JOB BINDER
This document contains the Job functions/specifications of each staff with the key
performance Indicators (KPIs) i.e. expected deliverables.
The KPIs must conform to the SMART acronym i.e. the KPI must be:
 Specific

(S)

 Measurable

(M)

 Achievable

(A)

 Realistic

(R)

 Time-bound

(T)

The staff annual job binder shows the following features:
1. Name of staff
2. Rank
3. PIN

4. Command
5. Designation
6. Department/ Corps Office
7. Date of Assumption of duty with FRSC
8. Date of Assumption of Duty in present Command
9. Date Assigned to present Job Function
10. Brief Summary and detail of Job functions
11. Reporting

Officer’s

comment

and

finally

signatories

of

appraisee

staff/Reporting officer.

ANNUAL PERFORMANCE EVALUATION REPORT (APER)
Confidential reports are written on Officers and Marshals to provide information
necessary to ensure that each Officer or Marshal can have a full and useful career
reaching the highest rank comparable with his qualities and experience.
This forms the basis for the use of APER in the FRSC. The APER is designed
specifically for the three Cadres of staff in the Corps viz:
 Officer
 Marshal Inspector and
 Road Marshal Assistant

The APER is designed to capture such fundamental features as:
 An Introduction/ Instruction for completion
 The report rendering process
 Report reviewing authorities
 Report appeal process
 Procedure for report rendition
 Completion of the Report
 Calculation, Recommendation and Conclusion.

The report is divided into 3 broad parts viz:

 Report particulars
 Performance module (20%)
 Competency module (80%)

The competency module is further divided into:
Generic organizational competencies (60% for ARC-CRC and 40% for ACC-Above) which
judges:
 Interpersonal skills
 Verbal and written communication skills
 Personal organization skills
 ICT skills
 Customer service skills
 Time management skills
 Teamwork
 Personal leadership skills and
 Grooming
 Job Specific Competencies (20%)
 Technical writing
 Supervisory skills
 Creativity and innovation
 Intelligence gathering
 Technology competencies
 Accounting skills
 Arbitration
 Leadership and Management Competencies (20%)
 Strictly for ACC and above:
 Management and team-building skills
 Leadership skills
 Strategic thinking skills
 Networking skills

Examples of previous assessments of Departments and Corps offices

CONCLUSION
There is no gainsaying that appraisal is linked to productivity and performance as it
improves employee engagement because everyone understands how the quality of their
inputs directly contributes to the realization of the organization’s high level goals.
An objective appraisal system is a veritable tool which must be exploited by any resultoriented and performance driven organization or individual. Regular evaluation and
appraisal of the entire processes of the Corps informs Management of whichever area
that needs more attention.

It will also transform the organization culture by placing the onus of doing the right
things, the right ways at the right time on the management and staff, thus mitigating
system gaps and unnecessary redundancy.

This is in view of the fact that serviceable and optimally functional Corps processes
would unarguably translate to attainment of the FRSC mandate which is RTC reduction
or eradication on the Nigerian roads.

Optimal function and effectiveness of each process of the Corps can only be
ascertained or determined by an objective measurement system; hence the import of
appraisal in FRSC can never be over-emphasized.

BUDGETING AND PLANNING
INTRODUCTION
Basically, budgeting is making sure that you are spending less than you are bringing in
and planning for both the short and long term. It is a proactive approach, rather than a
reactive approach to managing money.
It is an important component of financial success. Budgeting makes it easier for people
with incomes and expenses of all sizes to make conscious decisions about how they
would prefer to allocate their money. For many people, having a solid budget in place,
knowing how much money they have, and knowing exactly where the money is going,
makes it easier for them to sleep peacefully at night. Budget provides a concrete,
organized and easily understood breakdown of how much money you have coming in and
how much you are spending. It is an invaluable tool to help you prioritize your spending
and manage your money-no matter how much or how little you have.
Planning is a basic management function involving formulation of one or more detailed
plans to achieve optimum balance of needs or demands with the available resources.
The planning process identifies the goals or objectives to be achieved, formulates
strategies to achieve them, arranges or creates the means required and implements,
directs and monitors all steps in their proper sequence.
AIM
The aim of this topic is to introduce course participants to budgeting and planning,
concept of budgeting, types of budgets, preparation of organizational budget,
implementation, challenges, way forward and budget preparation in FRSC
OBJECTIVES
At the end of studying the course material, among other objectives, participant should
be able to:
a. define a budget
b. What is budgeting?
c. Discuss budgeting
d. explain budget committee
e. describe what capital budget is
f. discuss the term personnel budget
g. differentiate between surplus, deficit and balanced budget
h. describe and prepare a cash budget
i. describe a sales budget
j. describe and prepare a production budget
k. explain a capital budget
l. explain the meaning of a balanced budget
m. discuss a balanced budget amendment
n. discuss problems associated with balanced budget rule
o. State the stages involved in the budgeting process

p. discuss the role of budget personnel in budgeting
In simple terms, a budget is an itemized summary of likely income and expenses for a
given period. It is a quantitative expression of a plan for a defined period of time. It
may include planned sales volumes and revenue, resource quantities, costs and expenses,
assets, liabilities and cash flows. It expresses strategic plans of business units,
organizations, activities, or events in measurable terms. Strictly speaking, a budget is a
financial document used to project future income and expenses.
BUDGET COMMITTEE
A budget committee is a group of people that create and maintains fiscal responsibility
for an entity or organization. A budget committee typically reviews and approves
departmental budgets that are submitted by the various departmental heads.
Capital budget: includes planned outlays for long-lived assets that are expected to
generate income or support business operations over a number of years. These usually
exceed cost minimums as dictated by accounting and/or tax rules, and include, but are
not limited to: land, building, machinery, office equipment, furniture and fixtures,
vehicles, investments in other companies and so on
Personnel cost budget: depicts the total basic salaries and allowances of the various
categories of staff in each ministry or department. The procedure for the preparation
of personnel cost budget involves the following.
 Identification of the various positions in each ministry from level 17 to grade
level 01.
 Identification of the number of staff on each position which may include newly
promoted staff, new recruitments and the existing staff.
 Identification of the grade level of each position.
 Identification of the basic salary and the annual incremental rate.
Balanced budget is when there is neither a budget deficit nor a budget
Surplus: This is when revenues equal expenditure. This is particularly associated with
government account. More generally, it refers to when there is no deficit, but possibly
a surplus.
Planningis the process of determining where an organization is going. In other words,
what it wants to be in the future and how it intends to get there. It involves looking
carefully at the organization and the environment it must work in, setting worthwhile
but realistic goals and putting together a co-ordinate plan of action for reaching those
goals.
CONCEPT OF BUDGETING
According to Prof. Dimock, A budget is a balanced estimate of expenditures and
receipt over a given period of time. In the hands of administration, the budget is a

record of past performance, a method of current control and a projection of future
plans.
Functions of Budget
a. Forecasting: Allows you to make projection based on previous data, projects and
programmes.
b. Planning: The estimated data generated by forecasting are used to make plans for
the project or programmes required.
c. Communication: Budgeting in an organization acts as a communication tool for
gathering and disseminating information from inputs collated and government fiscal
policy.
d. Motivation: Organization and staff matters are taken into consideration in the
preparation of budget.
e. Evaluation: The budget represents that target performance which will be compared
with actual performance, which will lead to corrective action to be taken.
f. Control/Co-ordination: This simply means ensuring that the different parts of the
organization work in congruence. This will expose weakness so that plans can be
made to cover up.
g. Authorization: Budgeting helps to minimize misappropriation and embezzlement
that would characterize an organization of government if a system of authorization
does not exist. Authority to income allows for accountability of spending.

BUDGETING TECHNIQUES IN FISCAL INSTITUTIONS IN NIGERIA
In our world today, almost all business activities require the use of budget, both in the
formulation and implementation of its financial decisions, so as to aid productivity and
growth in the economy. In government, the need for a budget plan cannot be underestimated, because a planned budget will aid government decisions and allocation of
resources to the various sectors of the economy. The fiscal institutions in Nigeria are
the federal, state and local government. The economic rationale for fiscal policy in
Nigeria is one thing and the existing rationale is another. These institutions, like other
aspects of political and social organizations are product of multiplicity of historical
forces, not necessarily well to perform the formative functions such as the allocation,
distribution, stabilization and coordination functions of government. Nigeria practices a
capitalist economic system. The economic system can be viewed as either public or
private, both involves a mix of both sectors. For the purpose of this study the focus is
going to be on the Federal government of Nigeria. The term budget refers to a plan
quantified in the monetary terms, prepared and approved by the appropriate
authorities prior to a defined period of time. Usually showing planned income to be
generated and or expenditures to be incurred to be employed to attain a given
objective. The crucial issues confronting the government is how to adequately control
budgetary expenditure in order to have a sustained balance or surplus budget that will
enhance economic development. Sanusi (2011) noted that there is the wrong perception
of the role of the private sector which ought to be in the engine of growth as

‘’unpatriotic outsiders” rather than what they are partners with government in the task
of development. While Shonekan (2009) sees lack of fiscal discipline as a bane for
monetary gap. Akinyele (2008) comments on the faulty implementation of the budget,
adding that Nigerians have never been short of ideas work. Brume (2010) listed
corruptive system inefficiency arising from underutilization of trained manpower, longterm absence of democratic structure in governance as culprits.
OBJECTIVES
The basic objectives of this topic are outlined below;
a. To ensure that efficient budgeting techniques improve the revenue of fiscal
institutions
b. To ensure that the relationship between the budgeted recurrent expenditure
and the actual recurrent expenditure is statistically significant.
c. To ensure that the relationship between the budgeted capital expenditure and
the actual capital
BUDGETING TECHNIQUES
Budgeting techniques are the management processes, which provide the framework for
the acquisition, allocation and utilization of resources by presenting decisions rules and
other operational criteria, which govern the entire allocative procedure. Budgeting
techniques include the following;
a. Incremental budgeting
b. Zero-based budgeting
c. Planning programming budgeting system
INCREMENTAL BUDGETING
The incremental approach to budgeting combines the cost identified from the previous
accounting period with percentage additions. These percentage additions are utilized to
cover two key areas which include cost increases as a result of inflation or higher
purchases cost and predictions associated with increases in cost and income as a result
of business volume predictions. It is known as incremental budgeting because the
process is mainly concerned with the incremental (or marginal) adjustments to the
current budgeted allowance. According to the Chartered Institute for Public Finance
and Accounting (CIPFA), a key characteristic of the approach is that budget
preparation is a process of negotiation and compromise. “Incremental budgeting is
therefore based on a fundamentally view of decision making than more rational
approaches. This is because a negotiation settlement between interested parties
requires willingness to compromise. If consensus breaks down, compromise cannot be
reached and the incremental process becomes invalid. According to (CIPFA, 2009) use
of this model therefore requires a relatively stable form of representative
government. Collin Drury (2000) viewed incremental budgeting as a budgeting technique
in which cost level as frequently determined by what was spent previously plus a certain
percentage based on the level of inflation in the economy this means that existing

operations and the current budgeted allowance for existing activities are taken as the
starting point for preparing the next annual budget.
ZERO- BASED BUDGETING
The clue is in the title here, as the zero-based budgeting system requires budgeting to
commence with the assumptions that every cost has a zero- base. Next, each item
relating to expenditure is worked through and decisions are made as to whether the
purchase is completely essential. Then different purchased options associated with the
specific items are explored as a means of ensuring the item obtained are costeffectively as possible. Zero- based budgeting unlike the incremental approach, starts
from the basis that no budget line should be carried forward one period to the next
simply because they occurred previously. Instead, everything that is included in the
budget must be considered and justified. Zero- based budgeting was first introduced in
1969 in United States and made popular by ex- president Jimmy Carter. According to
him, a decision package is the foundation of zero- based budgeting. It is an innovative
technique to guide against wastage in public expenditure. The technique ignores
completely the previous year’s allocation of fund to each unit and requires them to
justify new budget proposals by starting new programmes/ projects and their
relevance. Zero- based budgeting (ZBB) is a planning and budgeting technique, which
requires every official responsible for major functions or activities of government or
other organizations to justify his or her entire requests in detail. It a management
process that provides for systematic consideration of all programmes and activities in
conjunction with the formulation of budget and programme planning. Kayode, (2009)
explains ZZB that it starts the budget from a zero situation and justifies each
segment of the budget rather than merely adding to historical budgets or actual. By
starting each programme budget from base zero, costs are calculated afresh, thus
avoiding the common tendency in budgeting to lack only costs at changes from a
previous period.
PLANNING PROGRAMMING BUDGETING SYSTEM (PPBS)
This system is primarily associated with corporate management and identifies
alternative policies, the implication of their adoption provides for their control. The
key difference from traditional approaches is that it relates cost estimates to
programmes using a cross- cutting method rather than attributing costs on a
traditional departmental basis. Planning programming and budgeting system was
introduced in Nigeria in 1980, before then we were using the traditional line item
budgeting system which contains irrelevant details that had nothing to do with setting
goals and achieving them. PPBS represent a systematic approach to budgetary planning
management and resource allocation. PPBS focus on the output of programs where as
traditional budgetary approach tends more or less to emphasize a size input. It assess
as fully as possible the total cost and benefits both current and future of various
alternatives in PPBS, types of expenditure or organizational entities. PPBS is designed
to open up the debate on making choices in terms of what to do, how much to do it and
when to do it. The problem with PPBS is not with its ideal, but practicability developing

CONCLUSION
The concept of budgeting is an essential tool for all who want to ensure that their
financial life remains healthy, whether as a corporate body or as an individual. An
important part of effective budgeting is setting goals and using your budget to help you
achieve them.

TYPES OF BUDGET
INTRODUCTION
In this unit, you will be familiar with the various types of budgets. We will describe the
various types of budgets an organization can use. Before we begin our discussion, you
should note that the comprehensive budgets of an organization are usually divided into
two parts: operating budgets and financial budgets. The operating budgets indicate the
goods and services the organization expects to consume in the budget period: they
usually list both physical quantities (such as barrels of oil) and cost figures. The
financial budgets spell out in detail the money the organization intends to spend in the
same period and where that money will come from. These different types of budgets
make up the firm’s overall budgetary plan. Specifically, in this unit, we shall discuss the
master budget, cash budget, sales budget, production budget and capital budget.
OBJECTIVES
At the end of this unit, you should be able to:
a. Describe a master budget
b. Describe a cash budget
c. Describe a sales budget
d. Describe a production budget
e. Explain a capital budget.
MAIN CONTENT
Master Budget
A master budget is an overall financial and operating plan for a forthcoming calendar or
fiscal year. The master budget is really a number of sub-budgets tied together to
summarize the planned activities of the business. The format of the master budget
depends on the size and nature of the business. As stated above, the overall or master
budget summarizes the other functional budgets. Consolidating the functional budgets,
an income and expenditure budget and budgeted balance sheet are prepared. The
master budget is usually a one year or quarterly budget expressing the expected asset,
capital and liability positions for the projected year or quarter.

Cash Budget
The cash budget is for cash planning and control. Properly preparing your cash budget
will show how cash flows in and out of your business. Also, it may then be used in
planning your short-term credit needs. The cash budget determines your future ability

to pay debts as well as expenses as they fall due. For example, preliminary budget
estimate may reveal that your disbursement are lumped together and that with more
careful planning, you can spread your payments to creditors more evenly throughout the
entire year. Consequently, less bank credit will be needed and interest costs will be
lower.
Sales Budget
A sales budget is a detailed schedule showing the expected sales for the budget
period. Typically, it is expressed in both naira and units of production. An accurate
sales budget is the key to the entire budgeting in some way. If the sales budget is
poorly done, then the rest of the budgeting process is largely a waste of time.
The sales budget will help to determine how many units will have to be produced. Thus,
the production budget is prepared after the sales budget. These budgets are then
combined with data from the sales budget and the selling and administrative expenses
budget to determine the cash budget. In essence, the sales budget
Production Budget
The production budget is prepared after the sales budget. The production budget lists
the number of units that must be produced during each budget period to meet sales
needs and to provide for the desired closing stock. Production needs can be determined
as follows.
Budgeted sales in units
Add desired closing stock
Total stock needed
Less opening stock
Required production

XXX
XXX
XXX
XXX
XXX

Production requirements for a period are influenced by the desired level of closing
stock. Stock should be carefully planned to avoid excess stock and storage problems.
Insufficient stock can lead to loss of sales or crash production efforts in the following
period. Again, production budget is assuring that the business is product oriented.
Static (fixed) budget is the budget at the expected capacity level. Because static
budget is fixed, it is usually used by stable companies. Also, this type of budget can be
used by departments with operations independent from capacity levels. For example,
operations of administrative and general marketing departments usually does not
depend on the level of production and sales and is rather determined by the
department’s management; as a result, static budget can be used by such departments.
Flexible (expense) budget is the budget at the actual capacity level. Because flexible
budget is dynamic, it is commonly used by companies. Flexible budget is adjusted to the
actual activity of the company. It can be easily prepared using a computerized
spreadsheet (e.g., Excel). At first, the relevant activity range is determined for the
coming period. Next, costs that are expected be incurred over the relevant range are
analyzed. These costs are then separated based on their cost behavior: fixed, variable,

or mixed. Finally, the flexible budget for variable costs at different points throughout
the relevant range is prepared. In other words, flexible budget matches expenses to
specific revenue levels or activity levels. For example, utility costs can be tied to the
number of machines in operation
Capital expenditure budget is the budget for expected investments in capital assets
and long-term projects. It is usually prepared for 3 to 10 years. Investments in capital
assets include purchasing fixed assets such as plant, land, buildings, machinery,
equipment, and mineral resources. Long-term projects might be undertaken to develop
new products, expand existing product lines, or reduce costs. Sometimes a capital
project committee is created to overlook capital budgeting processes. Such a
committee is typically separate from the budgeting committee.
CONCLUSION
Now that we have discussed the master budget, cash budget, sales budget, production
budget and capital budget, you could see possible application of these types of budgets
in your business endeavour or aid in your administrative functions wherever you are
privileged to work.
BUDGETING PROCESS
INTRODUCTION
The first step in influencing decision making is to understand the way budgets are
drawn. A budget is a product of a process. How long the process should take and who
should be involved in the process varies depending on the management style and
complexity of the organization. Establishing a schedule of key action and decision
centre in the process allows adequate time for information to be collected and decision
be made. Generally, the budgeting process should begin at least four months before the
end of the fiscal year to ensure the budget is approved by the Board before the start
of the New Year. However, in this unit, we shall focus on four areas of discussion which
are how budgets are drawn and approved; the role of budget personnel; how budgets
are revised and keys to a successful budgeting process.
OBJECTIVES
At the end of this unit, you should be able to:
a. state the stages involved in the budgeting process
b. discuss the role of budget personnel in budgeting process
c. state briefly how budgets are revised
d. state briefly the keys to a successful budgeting process.
How Budgets are Drawn and Approved
In this sub-unit, let us look at the various stages involved in the budgeting process.
a. Planning the Process

In this first step, we should be interested in identifying who will coordinate the
budgeting process and which staff, board members and committees needed to be
involved. We shall further agree upon key definitions, assumptions and document
format and set timeliness and key deadlines required to complete the process. In this
stage, we can determine and schedule any training or key meetings that would enhance
the budgeting process.
b. Communicating about the Process
In this stage, we should communicate responsibilities, expectations and deadlines to
everyone involved. It would also be required to explain and distribute forms and
assumptions.
c. Goal Setting
At this stage, we have to determine programme goals and objectives, estimate staffing
requirements and salary and benefit assumptions based on programme goals and
assumptions.
d. Collection of Information
At this stage, we shall research and gather information about incomes and expenses
based on programme goals and assumptions. Similarly, construct budget details by
programme while communicating regularly information collected to avoid duplication of
effort among the budget personnel.
e. Compilation and Revision
This stage requires us to appoint one person to compile all information, review it for
consistency and redistribute to everyone involved. It is important that there is enough
time for review and revision.

f. Committee Review
At this stage, the budget draft and key assumptions are reviewed by the finance
committee and other appropriate staff and board committee. Be sure to allow enough
time between committee meetings and the final approval deadline to address questions
and recommendations and make revisions.
g. Approval
At this stage, the budget proposal is presented to the board for final approval by the
finance committee or treasurer. It is important to note that information about the
budget draft, programme goals and other supporting information should be distributed
to the board prior to the board’s meeting.
The Role of Budget Personnel
It is important you note that developing budgets is primarily the function of line
managers. However, personnel from a planning group or budget department may provide
information and technical assistance but the main duty for budgets resides with the

line personnel. Many organizations have formal budget departments and committees.
These groups are likely to exist in large segmented organizations in which the division
budget plays a key role in planning, coordinating, and controlling activities. The budget
department provides budget information and assistance to organizational units, designs
budget systems and forms, integrates the various departmental proposals into a master
budget for the organization as a whole and reports on actual performance relative to
the budget. The budget committee which is made up of senior executives from all
functional areas, reviews the individual budgets, reconciles divergent views, alters or
approves the budget proposals and then refers the integrated package to the board of
directors. Later, when the plans have been put into practice, the committee reviews the
control reports that
monitor progress. In most cases, the budget committee must approve any revisions
made during the budget period.
How Budgets are Revised
You would agree with the fact that no manager can be allowed to revise a budget
whenever he or she likes; otherwise, the entire review and approval process would be a
mockery. However, due to the fact that budgets are based on forecasts, which could
easily go wrong, some provision must be made for necessary revisions. In circumstances
where the budget is used basically as a planning instrument, formal updating periods
may be established at stated intervals. Where the budget is a main part of the control
and evaluation mechanism, revisions are limited to circumstances where deviations have
become so great as to make the approved budget unrealistic. The aim is to build
reasonable stability and firmness into the budget without being excessively rigid.
Comparisons of actual performance with budgets are known as reviews or audits. To be
effective, audits depend on a regular, accurate flow of data from organizational units.
Unit managers will regularly submit monthly or weekly progress reports, unless a
problem requires immediate attention. Usually, these reports are audited on monthly
basis
by those individuals with control responsibility. If deviations are detected, the
appropriate managers will be asked to explain them and to specify the corrective action
they plan to take.
Keys to a Successful Budgeting Process
Let us briefly state some points that would enhance a successful budgeting process.
a. You should clearly identify programme objectives that are aligned with the
mission and strategic plan of the organisation.
b. You should determine the financial resources needed and available to achieve
programme goals.
c. You should involve staff and board members in the process to improve accuracy of
information and commitment to the plan.
d. Document- it is good not to rely on memory. It is important to write down
assumptions and formulas. This is very crucial in managing the budget throughout
the year.

e. Each organization should customize its process. The steps each organization takes
would be somewhat different.
CONCLUSION
Once a budget is approved, it becomes imperative to ensure proper implementation and
management. Therefore, staff should be communicated on the budget, programme goals
and timeliness for the next year. There should be review of actual income and expenses
compared to the budget on a monthly basis. Similarly, update and revision of the budget
as there are changes during the year should apply depending on the significance of
changes. The board of directors may need to approve revisions.

BUDGET PROCESS IN APPROPRIATION BILL
INTRODUCTION
In this unit, we shall discuss the budgeting process as it applies to government budget.
The federal budget and appropriations process take place each year and can have a
significant impact on the funding of education, health and other critical issues of a
nation. In order to be the most effective advocate possible, it is a good idea to
familiarise with this budget process. Consequently, we shall focus our attention on the
budget process as it applies to the Nigeria government. We shall consider the
presentation of proposals, the draft estimates, the appropriation bill and legislative
approval.
OBJECTIVES
At the end of this course, you should be able to:
 Discuss the process involved in getting proposal from government departments
 Explain how draft estimates are developed
 Discuss how budgets are approved in government budgeting process.
The Presentation of Proposal
The planning of government expenditure is essentially the duty of the Minister of
Budgeting and Planning/Finance. When the returns of revenue from the ministries
reveal to the Ministry of Finance that there will be a substantial increase in revenue
for the next financial year, it is normal for the Ministry of Finance to allow the
departments some reasonable expansion to make an intelligent forecast of what their
additional needs and requirements will be during the following year. These needs of the
departments are expressed in estimates in terms of staff, equipment, buildings and
materials, which the departments require in order to carry out their services to the
public. Where ministries are allowed to submit their proposals, they will be summoned
to appear before the Estimate Committee to justify their proposals. After a detailed
examination of their proposals, the approving ministries (the Office of the Head of
Service in the case of proposal for increase in staff; and Ministry of Finance in the
case of proposal for equipment, materials, building and the running cost of the
ministries) will communicate to the respective ministries the list of approved items of
their proposals so that the ministries may then prepare their draft estimates.

The Draft Estimates
The departments submit their draft estimates to the Ministry of Finance who in turn
go through them carefully to see that nothing is added which was not previously
approved. The budget department has to arrange meetings with departments to clear
areas of doubt, that is, circulars inviting ministries departments to schedule meetings
with the budget department which is normally issued around November/December and
each head and items of the recurrent budget are considered. When satisfied with the
draft estimates, the Ministry of Finance presents them to the budget division in the
office of the President who would examine the estimates to see whether they conform
to the government policy. Items of capital expenditure, which the budget committee
selects from the National Development Plan, for inclusion in the annual estimates will be
embodied in the draft estimates. The draft estimates are then sent for printing. The
estimates of each ministry forms a ‘head’ of the printed draft, and after printing, they
are returned to the Ministry of Finance for its presentation to the House of Assembly
by the President.

The Appropriation of Bill and Legislative Approval
When the budget has been approved, the President presents it to the National
Assembly at a joint session. The House is summoned to consider among other things,
the draft estimate of the government. This meeting of the House is generally referred
to as the ‘Budget Session’ and the principal business is the introduction of the draft
estimate of the House in the form of an ‘Appropriation Bill’. There are two Houses
which are the Representatives and the Senate. In each of these, there are committees
more or less coinciding with the ministries. If each of the Houses agrees with the
budget, the budget is approved by each House. However, where there are areas
requiring reconciliation by the two Houses, the Finance Committee is constituted to
thrash out areas of disagreement and report made to each House, which then approve
the Appropriation Bill. Thereafter, the President signs the budget approved by the
National Assembly and the Appropriation Bill becomes Appropriation Act to enable
Ministries, Departments and Agencies to spend.
SELF-ASSESSMENT EXERCISE
Explain how draft budget estimates are prepared.
CONCLUSION
When the President signs the budget that has been approved by the National
Assembly, it becomes an Appropriation Act or Law which empowers ministries to
expend resources as stated in the budget. However, if the approval of the National
Assembly is not gotten as at 1st January, the President can authorize the release of
funds in accordance with section 76 of the Constitution.

BUDGET IMPLEMENTATION
INTRODUCTION
The performance of a country’s budget heavily depends on whether it is effectively
and efficiently implemented to meet the needs and aspirations of the people of the
country. A well-implemented budget helps to translate government policies and
programs into outcomes that have a direct, positive impact on people, such as the
development of critical infrastructure (electricity, roads, water, hospitals, schools,
etc.), the provision of employment opportunities, the reduction of poverty, and the
supply of transport, health, and educational facilities. Once the budget is approved, the
Federal Ministry of Finance issues
MAIN CONTENT
Strategy implementation is the sum total of the activities and choices required for the
execution of strategic plan by which strategies and policies are put into action through
the development of programmes, budgets and procedures. Although, implementation is
usually considered after strategy has been formulated, implementation is a key part of
strategic management. Thus, strategy formulation and strategy implementation are the
two sides of the same coin. Depending on how the corporation is organized, those who
implement strategy will probably be a much more divorced group of people than those
who formulate it. Most of the people in the organization who are crucial to successful
strategy implementation probably had little to do with the development of corporate
and even business strategy. Therefore, they might be entirely ignorant of vast amount
of data and work into formulation process. This is one reason why involving middle
managers in the formulation as well as in the implementation of strategy tends to result
in better organizational performance. The managers of divisions and functional areas
worked with their fellow managers to develop programmes, budgets and procedures of
implementation of strategy. They also work to achieve synergy among the divisions and
functional areas in order to establish and maintain a company’s distinctive competence.
A programme is a statement of the activities or steps needed to accomplish a single use
plan. The purpose of a programme is to make a strategy action-oriented.
A budget is a statement of corporation’s programme in monetary terms. After
programmes are developed, the budget process begins. Planning a budget is the last real
check a corporation has on the feasibility of its selected strategy. Procedures are
system of sequential steps or technique.

COMPONENTS OF BUDGET IMPLEMENTATION SYSTEM
 Release of funds
 Control and monitoring of expenditure –MOF and ministries
 Control and monitoring of revenues –MOF and ministries
 Cash and debt management
 Internal controls, including over payroll and procurement
 In year modifications of the budget
 In - year financial reporting
 Reporting externally on budget implementation

 External audit of budget implementation
 I will not further discuss revenue issues, debt management, internal controls or
external reporting and auditing
COMMON PROBLEMS IN IMPLEMENTING THE BUDGET IN NIGERIA
 The approved budget is unrealistic, so actual spending must be less than authorized
 Extreme uncertainty concerning available resources, with quarterly or monthly allotments. E.g.
in Nigeria drop in crude oil prices due to world economic depression
 Extra-budgetary funds outside the budget process, hoarded by spending units.
 Significant arrears which are not included in financial statements that
requires attention in the current budget execution. (Diversion)
 Significant discrepancy between actual and reported expenditure for certain activities
 Funds diverted to unauthorized purposes or private accounts (corruption)
 Lack of civil society involvement in budget preparation and implementation process in Nigeria
 Delayed publication of financial statements (lack of transparency and
accountability.)
 Lack of expert inclusion in the budget preparation to effectively forecast economic variables.
WHY BUDGET IMPLEMENTATION IS IMPORTANT IN NIGERIA
The importance of budget implementation underscore the basic functions of budgeting and
implementation in Nigeria since, much time is spent by the Nigerian government (often
with World Bank, IMF assistance or encouragement) preparing elaborate poverty reduction focused
budgets. A budget guides the government on a developmental plan that most times needs to be
consolidated to achieve a meaningful aim. Budget implementation is importance because it assesses
government performance over time, that is, it measures government’s core card and effective
comparison can be made. An effectively implemented budget improves and strengthens
the various macro-economic various suck as poverty, unemployment, inflation, and the financial
systems. In total, an efficient and implemented budget encourages.
CONCLUSION:
Budget implementation should be reviewed periodically to ensure that programs are
implemented effectively and to identify any financial or policy slip-ups The review of
budget execution should cover financial, physical and other performance indicators.
Cost increases due to inflation, unexpected difficulties, insufficient initial study of
projects, and budget overruns must be identified so that adequate counter measures
can be prepared. A comprehensive midterm review of the implementation of the budget
is needed, while the financial implementation of the budget should be reviewed monthly
or quarterly
Question
Critically Assess the Problems of Budget Implementation in Nigeria
CHALLENGES OF BUDGETING IN NIGERIA
INTRODUCTION
Budget Implementation problems as a result of poor budget preparation. These arise such that;
Problems in budget implementation may reflect a poorly formulated budget for example lack of

credibility/realism. And lack of a comprehensive budget may complicate implementation for example
separate timetable and rules for capital budget, extra-budgetary funds. And, also,
where spending ministries have not been fully involved in their budget formulation so
that they understand and own their budge7t.Also implementation problems can be reflected in
lack of correct prediction of economic, social and political scenario or circumstances and
the outbreak of situations like war, famine, natural disaster etc can hamper budget implementation.
In Nigeria, the emergence of the civil war in May, 1976 really hinders the effective
implementation of that fiscal year’s budget
FACTORS THAT AFFECT THE IMPLEMENTATION OF BUDGET IN NIGERIA
Let us consider some factors which affect the implementation of budget in the public
sector such as;
1. The human factor: Top management members see budgeting as restraining and
challenging. They tend to develop a lot of apathy towards its adoption and
implementation. The lack of probity and accountability of some operatives affect
successful budgeting.
2. Incorrect data: There are a lot of uncertainties in the data used for the budget
preparation. The projections in revenue accruing from oil may not be forthcoming in
view of the vagaries in the world market.
3. The type of project for which budget is prepared: How successful a budget will be
depends on the type of project to which it relates. Some projects are popular while
others are not. Those which are not popular may face stiff implementation problem.
4. Inflation: Inflation tends to reduce purchasing power of money. When the value of
money is falling, budget implementation may run into problems. The revenue
available will not be able to cover the expenditure.
5. Political, social and cultural elements: Each segment of the nation has its own
cultural beliefs and taboos which may take time to change. Introducing innovation
may be met with stiff opposition.
6. Changing government policies: To implement a budget, a lot depends on the policy of
government. For effective budget implementation, government policies have to be
harmonized and consistent. Frequent changes of government policies affect budget
implementation.
7. The problem of debt management and optimal use of limited resources: There is the
challenge of striking a balance between what part of the nation’s resources should
be used for servicing debts and the amount that should be utilized for economic
development.
8. Fiscal indiscipline: Most spending officers under the incremental budgeting system
tend to expend the last naira available in a year’s budget in order to justify the
demand for increased allocation in the subsequent year, with little or nothing to
show under the current dispensation.

CONCLUSION
This paper has extensively discussed the major constraints to both budgeting and
development plan implementations. Like budgeting and planning is crucial too to states,
individuals and organizations. The popular saying is “he who fail to plan, plans to fail”.
Without good planning, development which is assumed to be the ultimate goal of all
becomes a mirage.
WAY FORWARD
INTRODUCTION
Nigeria clearly has a compelling growth story, but has faced a number of challenges in
recent times. One of its biggest current challenges is a new lower oil price environment,
which means that the government will likely have problems funding development and
must find new sources of income. Hopefully, this situation will lead to much-needed
reforms and a crackdown on corruption to unlock such income.
Budgeting concerns virtually everybody. Both individuals and organizations do budget to
get themselves financially organized. This will go a long way to prevent unwarranted
impromptu purchases. Without a budget government expenditure will be based on the
whims and caprices of the rulers with all its accompanying problems such as lack of
accountability. By providing a multi-year projection of budget financing needs, an MTEF
may enable a longer lead time for organizing finance for projects contained in the
forward estimates, whether through release of funds from the Federation Account,
improved state tax administration or a borrowing program. Where state governments
are tempted to announce unrealistically large capital programs in the annual budget, the
introduction of, for example, a two year budget frame allows project commencements
to be distributed between the new budget year and the forward estimates for the
subsequent years. The opportunity for the state government to announce in the budget
speech projects for which disbursement begins in (say) eighteen months ahead in the
forward estimates may contribute to a more credible budget plan.
Way forward
a. The budget must be realistic
b. It must be achievable
c. It must be have a work plan
d. There must be an implementation strategy
e. It must have a target
f. There must be regular monitoring and review to track performance
g. There must be enough political will to implement the budget
h. FISCAL DISCIPLINE; Assurance that budget aggregates are sustainable over
the medium-term and promote economic stability
i. EFFECTIVE ALLOCATION; Assurance that public money is spent in accordance
with national priorities and on programmes that are effective in achieving public objectives
and effective distribution of wealth

j. EFFICIENT PUBLIC SERVICE; Assurance that public services are delivered in
an efficient, fair and courteous manner, and are accessible to citizens.
k. A clear mandate and operational independence to pursue its goals;
l. Price stability as the primary objective of monetary policy over the medium
term;
m. a medium-term inflation objective that guides monetary policy actions and
communications;
n. macro-economic and financial stability considerations when determining policy;
o. clear and effective operational framework aligned with market conditions and
policy stance;
p. transparent forward-looking policy strategy; and
q. clear communications, which enhances the overall effectiveness of monetary
policy.
CONCLUSION
Planning, budgeting, and forecasting were critical to helping government organization
navigate through the economic turbulence of the past years. With the economy
beginning to stabilize, professionals are feeling a little less, as a result, are starting to
employ new organizational models and innovative technologies to help improve the
efficiency and productivity of the planning function. This should provide benefits to
them directly, and also provide benefits to the government organization and business
leaders.

BUDGET PREPARATION IN FRSC
INTRODUCTION
Budget planning and preparation in FRSC are done in the following ways:a. Budget Call Circular: Corps Budget Officer receives Call Circular from Office of
the Secretary to the Government of the Federation (OSGF) through COMACE.
The Budget Call Circular gives instruction to the Corps on how to prepare and
submit the expenditure estimate in accordance with government priorities within
the limits of their expenditure envelopes.
b. Distribution of templates to all Departments, Corps Offices, Special Units, and
field Commands for budget inputs.
c. Holding budget hearing workshops and training sessions as guide for budget inputs
and feedback mechanism.
d. Collating and processing budget request from all Departments, Corps Offices,
Special Units and Field Commands.
e. Produces the Corps Budget proposal based on the policy thrust for the fiscal year.
f. Preparing the Corps annual estimate for defense before the OSGF and National
Assembly, as well as any other relevant bodies as may be required.

Budget Office SOP
Corps Budget Office Vision and Mission
Vision
To have a Corps that is sufficiently funded through budgetary provision, to achieve her
objectives.
Mission
To prepare budget with professional attention and convincing enough to enable the
relevant authorities of the government to approve adequate funds for the Corps.
Introduction
Prior to 1996, the duty of preparing Budget for the Corps was vested with Policy
Research and Statistics (PRS) department.
Following the need to give more professional attention to the preparation of the Corps
Budget, Budget was made a section under Admin & Finance.
When Administration and Finance were made two separate departments in 2004,
Budget section came under Finance and Accounts Department. In 2009, Budget was
merged with Corps Planning and later in the same year was made a unit under COMACE
office.
The Corps office has two units namely, Budget Planning and Preparation, Monitoring and
Evaluation. Each unit has a unit head and supported by staff officers.
Corps budget Office functions
a. Budget Input Collection & Collation
b. Budget Hearing
c. Budget Preparations
d. Budget Preparations based on ‘Expenditure Envelop’ (if any)
e. Budget Defense
f. Budget Follow-ups
g. Budget Implementation
h. Budget Monitoring and Evaluation
i. Budget Virement
j. Preparation of Supplementary Budget
k. Estimating the Corps Revenue profile
Job Titles
The budget office is a Corps Office under the office of the Corps Marshal and chief
Executive.
The Job titles are as follows:
a. Corps Budget Officer
b. Deputy Corps Budget Officer

c.
d.
e.
f.
g.
h.
i.
j.
k.
l.
m.
n.
o.

HOU Monitoring and Evaluation
HOU Planning and Preparation
STOF Monitoring and Evaluation
STOF Planning and Preparation
SO Admin
SO Computer/IT
Chief Clerk
PA Corps Budget Officer
Assistants Clerk
Computer Operators
Office Assistants
Driver (Corps Budget Officer)
Orderly (Corps Budget Officer)

Corps Budget Officer Duties
 Supervises all staff and all Corps Budget Office activities.
Deputy Corps Budget Officer Duties
 Act for the Corps Budget Officer in his absence and supervises HOU (P&P) and
HOU (M&E).
Functions of the HOU Budget Planning and Preparation
 Planning and Preparation of the Corps Annual Budget.
Functions of the HOU Budget Monitoring and Evaluation
 Monitors and Evaluates of the Corps projects, programmes and budget
performance report as related to Corps Annual Budget.
PROCEDURES FOR CARRYING OUT CORPS BUDGET ACTIVITIES
The procedure for carrying out the Corps Budget activities are as follows:
a. Input Collection and Collation: Collating and processing budget request from all
Departments, Corps Offices, Special Units and Field Commands
b. Budget Hearing: Holding budget hearing workshops and training sessions as
guide for budget inputs and feedback mechanism.
c. Budget Preparations: Plans and prepares the Corps Annual budget proposal based
on the policy thrust for the fiscal year.
d. Budget Preparation based on Expenditure Envelop: Budget Call Circular: Corps
Budget Officer receives Call Circular from Office of the Secretary to the
Government of the Federation (OSGF) through COMACE. The Budget Call
Circular gives instruction to the Corps on how to prepare and submit the
expenditure estimate in accordance with government priorities within the limits
of their expenditure envelopes.
e. Budget Defense: Preparing the Corps annual estimate for defense before the
OSGF and National Assembly, as well as any other relevant bodies as may be
required.

f. Budget Follow-ups: CBO and principal staff undertake budget follow ups by
visiting the offices mentioned as the need arises at least once a week before
the budget is approved. This includes telephone calls to National Assembly,
Office of Secretary to the Government of the Federation, Federal Ministry of
Finance, etc.
g. Budget Implementation: Corps Budget Officer monitors implementation of
budget through disbursements of funds.
h. Budget Monitoring & Evaluation: Corps Budget Officer directs DCBO to send
circulars to Departments, Corps Offices, and Special Unit & Field Commands on
project/programme monitoring. DCBO directs HOU (M & E) to mobilize budget
staff to undertake visit to all corps project/programme sites for assessments
as approved by COMACE. HOU (M & E) prepares quarterly & annual budget
performance/evaluation report & forward to Corps Budget Officer. (as
contained in Corps Budget Office Operational Manual). Corps Budget Officer
forwards budget performance report to COMACE for endorsement.
i. Budget Virement: Corps Budget Officer receives approved Virement from
COMACE on budget amendments and minutes same to HOU (M & E) for action
through DCBO. Corps Budget Officer rectifies the amendments & forwards
authorized Virement to COMACE for approval. COMACE endorses and Corps
Budget Officer forwards same to National Assembly for approval through
Office of the Secretary to the Government of the Federation.
j. Supplementary Budget: Corps Budget Officer receives supplementary budget
call circular through COMACE. Corps Budget Officer directed the DCBO to
prepare the supplementary Budget. The Deputy Corps Budget Officer direct and
supervises the HOU (Budget Planning & Preparation) in preparing the
supplementary Budget. DCBO forwards the prepared supplementary budget to
Corps Budget Officer. Corps Budget Officer forwards prepared supplementary
budget to COMACE for approval. COMACE endorses and Corps Budget Officer
forwards same to Budget Office of the Federation through Office of Secretary
to the Government of the Federation.
k. Estimating the Corps Revenue Profile
- CBO directs DCBO to prepare the
Corps Revenue Profile. DCBO directs the HOU (Budget Monitoring & Evaluation)
to Collects & Collate the Revenue Records. The collection and collation of the
revenue records from Finance and Account Department for the previous year
and projects for the coming financial year. CBO forwards the revenue profile
report to COMACE for approval.
l. Administration: CBO oversees the day-to-day running of the Corps Budget
Office through the HOU (Administration) and STOF (ICT). STOF
(Administration) coordinates and heads the
secretariat of the Corps
Budget Office. STOF (Administration) supervises the Chief Clerk who ensures
that files & registers are maintained in the office. STOF (ICT) supervises &
carries out the ICT data
support services of the Corps Budget Office.

BUDGET MONITORING AND EVALUATION IN FRSC
The role of monitoring and evaluation in budget execution cannot be sidelined in any
model of economy. FRSC being an arm of the executive where annual budgets are
prepared and implemented; it makes it mandatory to have a budget monitoring and
evaluation unit. The budget monitoring and evaluation unit is under the Corps budget
office headed by a Head of Unit.
The monitoring and evaluation unit is saddled with the responsibility of carrying out all
the activities that involve monitoring and evaluation of projects and programmes. In
carrying out these responsibilities, the unit undertakes the following:
 Monitoring of the Corps proposed budget from submission stage to the approval
stage by the President.
 Monitoring of the releases of funds to the Corps.
 Monitoring of the execution of projects on a quarterly bases.
 Writing of quarterly reports on all projects/programmes.
 Annual evaluation of all projects executed by the Corps and writing the
evaluation report.
It is pertinent to note that these reports are statutory responsibilities which have to
be rendered to the Federal Ministry of Finance (Budget Office of the Federation).
Also oversight functions by the OSGF, NASS and BOF are carried out annually on
Monitoring and Evaluation of all FRSC projects/programmes, for which independent
reports are also written
INDIVIDUAL STAFF BUDGETING
Staff renders services to the Corps and members of the public on behalf of the Corps.
For these, they are paid salaries which serve as their income. It is obvious that what
we earn cannot offset our numerous needs/wants. Personal income management is
hereby advised for all. This involves short term and long term plans such that expenses
are predetermined with income in view. Financial discipline requires that expenditure
should be less than income. The difference should be put aside as savings. Savings will
enable us to;
 Undertake transactions with ease
 Take care of unforeseen circumstances as they arise
 To enjoy emotional and psychological stability
CONCLUSION
The paper attempted to define budget, budgeting and how the FGN budget works. It
also highlighted the activities in the Corps Budget Office and advocates the need for
individual budgeting.

CONTEMPORARY ISSUES AND NATIONAL DEVELOPMENT
INTRODUCTION
The purpose of governance as stated in the Constitution of Federal Republic of Nigeria
is for provision of security and welfare to the people. Democratic governments from
1999 to date initiated programmes designed to improve the lives of Nigerians. National
development refers to the ability of a nation to improve the lives of its citizens.
Improvement in the lives of the people comes into play when there is increase in the
Gross Domestic Product (GDP), literacy rate, health care, security, affordable and
available housing and community development. The government conducts comprehensive
studies on the needs of the citizenry and then draws a national development plan and
policies to actualize them.
The achievement of national development in any nation requires foresight, clarity of
vision, firm decisions and commitment in implementing agreed projects and programmes.
To address poverty and enhance meaningful living in Nigeria government needs to
rehabilitate, modernize and expand physical and social infrastructure in the country to
meet the needs of the people. To this end, every government comes up with initiatives
that define its focus and drive for the attainment of national development. These
initiates include; SERVICOM, Monetization of Fringe Benefits, Zero Budgeting,
Treasury Single Account, Bank Verification Number, Change Mantra and AntiCorruption Crusade.
AIM
The aim of this paper is to critical look at contemporary issues and the impact they
have on national development in Nigeria.
OBJECTIVES
At the end of this paper participants should be able to;
a. Outline the functions of SERVICOM
b. Explain the concept of monetization of fringe benefits.
c. Define the term “Zero Budgeting
d. State the operating principle of Treasury Single Account
e. Outline the benefits of Bank Verification Number
f. List the gains inherent in change mantra
g. Describe the anti-corruption crusade of the Buhari Administration
SERVICOM
Service Compact with all Nigerians (SERVICOM) is about service. The government of
President Olusegun Obasanjo in June 2003 noted that public service is the only contact
most people have with government. Ministries, Departments and Agencies (MDAs) are
service windows through which the people access services provided by Government. If
we hold that the primary purpose of Government is to improve the quality of life of
citizens, Nigerians have legitimate expectation to be provided with good services
without commercial motive more so that the services are funded by their taxes or

common wealth. The MDAs have a social obligation to render quality services since they
have no real competition and the citizen has no choice but to use government services.
Regrettably, Nigerians have for too long been short-changed by the quality of public
service delivery which is dependent on influences and inducements. These displays of
corruption and inefficiency remain impediments to effective implementation of
government policies. The Nigerian Government has recognized that no reform process
will be credible or sustainable without demonstrable service delivery. SERVICOM is a
reform agenda of Government aimed at ensuring that MDAs offer services that meet
the needs and expectations of the citizens and ultimately promote their standard of
living. To achieve this, a document stating the work processes and procedures of each
MDA was developed, which is called the SERVICE CHARTER. To drive the SERVICOM
processes, three desks were created, namely Service Improvement, Customer Care and
Charter Desk. The merger of the services of these desks projects the commitment of
MDAs to achieving effective service delivery while giving the citizen the platform to
demand service as a right, hence, the SERVICOM motto of “YOU HAVE THE RIGHT
TO BE SERVICED RIGHT”
The objectives of SERVICOM are:
 Learn the principles, ideals and tenets of Service Delivery in Government
Establishments.
 Develop mechanism for collating all complaints, both internal and external.
 Institute a framework for resolving and escalating all unresolved complaints,
including obtaining feedbacks from the complainants.
 Assist the staff to understand the need for service excellence, and
 Assist staff to take personal responsibility for customer satisfaction.
The main functions of the SERVICOM office are:
 Co-ordinate the formulation and operation of SERVICOM charters and service
improvement plans in MDAs
 Monitor and report progress and performance of MDAs under SERVICOM
obligations through Compliance Evaluations using the SERVICOM index
 Carry out surveys of services and customers’ satisfaction, and
 Publicize charters and sensitize the citizenry to demand quality service as a
right at all time.
The four main principles of SERVICOM are:
 Affirmation of commitment to the service of the Nigerian nation
 Conviction that Nigeria can only realize her full potential if citizens receive
prompt and efficient services from the state
 Consideration for the needs and rights of all Nigerians to enjoy social and
economic advancement, and
 Dedication to deliver services to which citizens are entitled, timely, fairly,
honestly, effectively and transparently.

MONETIZATION OF FRINGE BENEFITS
6. Evidence suggests that extrinsic rewards (e.g., money and promotion) and intrinsic
rewards (which accrue from performing the task itself) are both important and cannot
be directly substituted for each other (Beer and Walton, 1990:16). Employee in the
public sector derives compensation for the services rendered. This is both direct
(wages and salaries) and in indirect (fringe benefits) which motivate employees to
strive for higher level of productivity. Total compensation is dependent on forces, such
as, labour market factors, collective bargaining, government legislation, and top
management philosophy regarding pay and benefits. However, available discussions
indicate that organizations need to balance the elements between direct compensation
and employee benefits if they are to effectively motivate employees and attain high
performance levels (Schuler, 1996; Armstrong, 2003; Onasanya, 1999; Arthur, 1995;
Cole, 2001. Thus a marked departure from the needed balance in the direction of
either direct compensation or benefits can have major implications for motivation, job
satisfaction and organizational performance. The Government of Nigeria considered
monetization of employee benefits as a reform approach needed to address the
corruption and padding of allowance that characterized the public sector. Monetization
entails the conversion of employee benefits to cash payments, thus, a transformation
of indirect compensation to direct. Monetization of employee benefits is the payment
of money in lieu of the provision of the various forms of employee benefits accruable to
an employee by his/her employer.
Benefits of monetization include:
 Employee have immediate increase in monetary wages/salaries that enable them
to meet basic needs
 Employee experience strong motivational force that promote productivity
 It a strategy that addresses low average wages
 It favours the employer in the area of cost factor. Employee benefits are costly
to maintain as wages and inflation increases. Monetization allows the employer to
work on estimation on an annual basis, the amount of financial resources that
need to be committed to the payment of the benefits and provide for the
required amount in the budget.
 Enable the employer(Government) to reduce the level of fraud in the
quantification and administration of benefits
 Reduces the potential for industrial disputes and negotiations
 Employer exercises control on employee benefits
ZERO BUDGETING
Budgeting is a proactive approach that allows Government or organization to put in
focus its income and expenditure and making conscious decisions about how to allocate
money in order to actualize set targets within a given period.
The two main techniques of budgeting are:
a. Incremental Budgeting; this involves taking last year’s figure and adding a bit
for inflation or whatever, or even taking a bit off due to perhaps down sizing

b. Zero-Based Budgeting (ZBB) is a method of budgeting in which all expenses must
be justified for each new period. In this approach of budgeting, every function
within an organization is analyzed for its needs and costs.
Advantages of Zero-Based Budgeting are:
 Efficient allocation of resources as it is based on needs and benefits rather
than history
 Enable process owners to find cost effective ways to improve operations
 Promotes staff motivation by providing greater initiative and responsibility in
decision making
 Detects inflated budgets
Disadvantages of Zero-Based Budgeting:
 This budgeting technique is a bias towards short-term planning
 It is resource intensive. It takes more time and efforts to draw up a budget
from scratch rather than modify an existing budget
 Corrupt process owners can manipulate the process to provide more fund for
themselves
The Buhari led government took to Zero-Based Budgeting as a strategic step to achieve
flexible budget, focused operations, lower costs and more disciplined execution in
deliberate struggle to improve the standard of living of Nigerians.
TREASURY SINGLE ACCOUNT (TSA)
Section 80 (1) of the 1999 Constitution as amended states “All revenues, or other
moneys raised or received by the Federation (not being revenues or other moneys
payable under this Constitution or any Act of the National Assembly into any other
public fund of the Federation established for a specific purpose) shall be paid into and
form one Consolidated Revenue Fund of the Federation”. This section of the
constitution provides that all government revenues be remitted into a single account.
This section was disregarded by successive governments who operated multiple
accounts for the collection and spending of government revenue. In February,2015, the
Central Bank of Nigeria issued a circular directing all deposit money banks to implement
the Remita e-Collection Platform. The Remita e-Collection is a technology platform
deployed by the Federal Government to support the collection and remittance of all
government revenue to a Consolidated Account domiciled with the CBN. This marked
the beginning of the full implementation of Treasury Single Account (TSA) system in
Nigeria. Treasury Single Account is a public accounting system under which all
government revenue, receipts and income are collected into one single account, usually
maintained by the country’s Central Bank and all payments done through this account as
well..
The purpose of TSA:
a. Ensure accountability of government revenue
b. Enhance transparency and avoid misapplication of public funds

c. Ensure proper cash management by eliminating idle funds usually left with
different commercial banks
d. Enhance reconciliation of revenue collection and payment.
Operation of the TSA in Nigeria; the Central Bank has to open a Consolidated Revenue
Account to receive all government revenue and effect payments through this account.
This is the Treasury Single Account. All Ministries, Departments and Agencies (MDAs)
are expected to remit their revenue collections to this account through the individual
commercial banks who act as collection agents. This means that the money deposit
banks will continue to maintain revenue collection accounts for MDA’s but all monies
collected by these banks will have to be remitted to the Consolidated Revenue
Accounts with the CBN at the end of each banking day. In other words, MDA’s accounts
with money deposit banks must be zero at the end every banking day by a complete
remittance to the TSA of all revenues collected. The implication is that banks will no
longer have access to the float provided by the accounts they maintained for the
MDA’s. Difference types of account could be maintained under a TSA arrangement for
transaction purposes for funds flowing in and out. These accounts include; TSA main
account, subsidiary or sub-accounts, transaction accounts, zero balance account,
imprest accounts, transit accounts and correspondence accounts.
Benefits of full implementation of TSA in Nigeria are:
a. Provides for proper monitoring of government receipts and expenditure.
b. Help to block most if not all the leakages that have been the bane of the growth
of the economy.
c. MDAs are compelled to spend in line with duly approved budget provisions
d. Enable the Ministry of Finance monitor fund flow.
e. Government will have evidence based financial status of MDAs for policy
formulation.
TSA poses a challenge to Deposit Money Banks as public sector fund constitute major
commercial bank deposit. However, the implementation of this financial policy though
compliance to constitutional provision is a critical step towards curbing corruption in
public finance. This is in line with the commitment of the current administration to
combat corrupt practices, eliminate indiscipline in public finance and ensure adequate
fund flow that will be channeled to critical sectors of the economy to enhance
development.
BANK VERIFICATION NUMBER
The use of technology has made bank transactions real time with improved service
delivery. However, increased cases of compromise on conventional security systems
(password and PIN) necessitated the demand for greater security for access to
sensitive or personal information in the Banking System. Biometric technologies have
been used to analyze human characteristics as an enhanced form of authentication for
real-time security processes. Biometrics refers to identifying an individual based on
physiological or behavioral attributes – fingerprint, signature etc. The Central Bank of

Nigeria through the Banker’ Committee and in collaboration with all banks in Nigeria on
February 14, 2014 launched a centralized biometric identification system for the
banking industry tagged Bank Verification Number (BVN). A unique ID number is issued
to every Bank customer at enrolment and linked to every account that the customer has
in ALL Nigerian Banks and ensuring that the customers Bank Accounts are protected
from unauthorized persons.
The purpose of the BVN includes:
a. Use biometric information as a means of first identifying and verifying all
individuals that have account(s) in any Nigerian bank and consequently, as a
means of authenticating customer’s identity at point of transactions.
b. To provide a uniform industrially accepted unique identity for Bank Customers
c. To authenticate transactions without the use of cards using only biometric
features and PIN
d. Identification of blacklisted customers
The benefits of BVN are:
a. Gives a unique identity that can be verified across the Nigeria Banking Industry
b. Customers Bank Accounts are protected from unauthorized access
c. It will address issues of identity theft, thus reduce exposure to fraud
d. Enhance the Banking Industry chances of being able to fish out blacklisted
customers
e. Standardized efficiency of Banking operations thereby reducing queue in
Banking halls
f. Interbank transactions are carried out with ease
CHANGE MANTRA
According to Ochereome Nnanna, a political analyst, “All over the democratic world, the
‘change” is a pet mantra employed by opposition parties. “Continuity is the ruling party’s
counter to this battle cry. In this light, All Progressives Congress (APC) campaigned for
change with the Presidential Aspirant assuring that he would fight corruption, provide
security and diversify the economy. On the 29th of May, 2015 when General Buhari took
oath of office, he stated that, “I belong to everybody and I belong to nobody”. Change
transformed from a political slogan to a reform agenda of the Buhari administration.
The change mantra as a reform agenda of the Buhari administration is aimed at
delivering the dividends of democracy to the people through deployment of policies and
programmes that will promote social justice and economic development. The sum of the
measures and activities contained in the change mantra is to improve the standard of
living of the citizens and to restore the image of the country to attract global respect
and foreign investors.
The features in the change mantra include:
a. Respect for the rule of law
b. Commitment to national ideals
c. Diversification of the economy for revenue generation putting in view solid
minerals , agriculture, tourism, etc

d. Putting in place solid structure for the achievement of the goals of Sustainable
Development Goals(SDG)
e. Providing security ( Putting an end to terrorism in Nigeria)
f. Creating conducive environment for investment (Domestic and Foreign)
g. Addressing all issues bordering on corruption
h. Transparency and Accountability in the public sector
i. Zero-Based Budgeting
j. Reorganization of MDAs and review of allowances to cut down cost of
administration
k. Building global partnership for development and the fight against terrorism.
ANTI-CORRUPTION CRUSADE
Corruption in Nigeria has become an issue that has not only stunted development but
attracted negative image for the country all over the world. This issue started to rear
its head in the first republic. Since then, corruption, especially in public sector has
progressively worsened such that the government of President Olusegun Obasanjo
thought it wise to put in place structures to combat it. The thinking that informed this
action was that corruption had become so invidious and strong that the Police could not
fight. Hence, the birth of the Economic and Financial Crimes Commission (EFCC),
Independent Corrupt Practices and other related offences Commission (ICPC), Bureau
for Public Procurement (BPP), etc.
With the exit of Obasanjo regime, the fight against corruption seemed to have lost
steam in the successive regimes that terminated on 29th May, 2015. President Buhari
and All Progressives Congress (APC) thought the fight against corruption deserved to
be in the front burner and hinged their campaign on it. President Buhari has been reechoing that, “if we don’t kill corruption, corruption will kill Nigeria”. Indeed, with the
coming to power of Mr. President, the fight against corruption has gained momentum.
On a daily basis, the underhand dealings of government functionaries in the past
regimes come to light. First was the 2.1 billion dollars arms procurement deal popularly
known as Dansukigate, then the NIMASA case, the trial of the number three citizen,
Dr Bukola Saraki, the President of the Nigerian senate, the reopening of the
Halliburton and Siemens bribery cases, termination of senior public officers for abuse
of office, etc.
The benefits of this crusade include;
a. Restoring public confidence in governance
b. Recovery of looted funds
c. Instilling fiscal discipline in the country thereby checking diversion and
misapplication of government resources
d. Stimulating economic growth
e. Helping to create employment and social security
f. Promoting quality service delivery as inducement and influences would not be
involved in accessing services
g. Attracts foreign investors

CHALLENGES IN ACHIEVING NATIONAL DEVELOPMENT
Some of the challenges in achieving national development include;
a. Poor planning and ambiguous implementation framework for developed policies
b. Inadequate funding of activities and projects relevant for the actualization of
the reform agenda
c. Absence of buy-in of the citizens as shown during the BVN registration.
d. Poor understanding of the scope and needs of the reforms by process owners
making them unprepared for the implementation of the reform initiatives
e. Apathy on the part of Public officers who perceive the reforms as unfavourable
to their personal interests
f. Ethno-religious factor which influences the response of the citizens to the
policies and programmes of government.
g. Effect of political differences on implementation of reform agenda.
THE WAY FORWARD
A nation striving to achieve National Development must take proactive steps that would
enable it to effectively implement its programmes targeted at promoting the living
standard of the citizenry. These steps include;
a. The government should draw appropriate implementation framework for its reform
initiative for clarity and ease of takeoff and sustainability.
b. Adequate budgetary provision is required for the success of any reform agenda.
c. There is need for all inclusive sensitization on reform initiatives to stimulate the
participation and buy-in of the citizens
d. Issues of capacity gap imposing limitation in conduct of government business as
observed during the implementation of TSA should be addressed through robust
training
e. There is need for improved monitoring of the implementation of government
programmes and appropriate sanctions applied to align all efforts to set rules and
standards
f. Political difference should be managed in such a manner that opposition parties
would in national interest support and drive the implementation of government
programmes.
CONCLUSION
The government has the mandate to provide security and welfare to its citizens. The
citizens depend on MDAs to deliver services that will promote living standards.
Government puts policy and programmes in place to ensure that services sought by the
citizens are delivered satisfactorily. Effective implementation of these programmes
accounts for National Development. The country under President Mohammadu Buhari is
witnessing a lot of reforms and actions strategically injected to address corruption,
secure commitment to safe financial transactions, check insecurity, uphold social
justice and promote economic growth.
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HUMAN RESOURCE MANAGEMENT
INTRODUCTION
All organizations have people, individuals who make up the organizational workforce.
Regardless of the size of an organization, or the extent of its resources, the survival
and success of any organization are dependent on the capabilities and performance of
its workforce, otherwise referred to as human resource. Human resource is so critical
to organizational survival that it has been acclaimed as the most important resource
available to any organization.
Human resource management therefore, evolved out of the need for a specialized
management function that would foster the efficacy of an organization’s workforce in
achieving the organizational goals and objectives. No matter how efficient and
sophisticated the machines, tools and other resources may be, people, who constitute
the human element, will have to put them to use (Banjoko, 1996).
There is no doubt that the Federal Road Safety Corps, in its 28 years of existence, and
with a current workforce of over 21,000, has had its fair share of experiences of the
theory and practice of human resource management.
AIM
The aim of this presentation is to lead participants to an understanding of the concept
of human resource management as practiced in the Federal Road Safety Corps.
OBJECTIVES
At the end of this discussion, participants should be able to:
1. Explain the concept of human resource management.
2. Relate human resource management to posting and appointment of Officers.
3. Mention and discuss some achievements of human resource management in FRSC.
4. Discuss issues relating to posting and appointment of Officers in FRSC.
5. Identify challenges in the posting and appointment of Officers in FRSC, and
6. Suggest the way forward.
THE CONCEPT OF HUMAN RESOURCE MANAGEMENT
Human resource, as the name implies, refers to that aspect of an organization variously
known as workforce, personnel, staff, employees or labour, as distinct from
buildings/structures, machinery, computers, vehicles, or finance. The term aggregates
all the individuals that are engaged in an organization and are contributing towards the
achievement of the organizational goals.
Every organization is a purposeful construct deliberately designed to achieve a certain
purpose and the human beings, who make up the human resource, are the most
important ingredient in the achievement of organizational goals. This is why Karl Max
once pronounced that ‘labour produces wealth’; in the same way that Adam Smith
observed that ‘the wealth of any nation is the organized society’.

The general belief is that management in organizations is the management of human
beings. One of the proponents of this notion was Rensis Likert (1967), who, in his book,
The Human Organization: Its Management and Values, stated:

“All activities of every enterprise are initiated and determined by the persons
who make up that institution. Plants, offices, computers, automated equipment
and all else that a modern firm requires are unproductive except for human
effort and direction. Of all the tasks of management, managing the human
component is the central and most important task because all else depends on
how well it is done”. p.1
Yalokwu, (2006) describes human resource management as a management function that
involves various activities designed to foster the effectiveness of an organization’s
workforce in achieving the organizational goals and objectives. To Banjoko (1996), the
focus of human resource management is on people, their needs, expectations, values and
legal rights as well as strategies that would ensure the achievement of the individual
and corporate goals.
We shall define human resource management then as the process of managing human
beings in an organization through the use of various activities, designed to ensure
achievement of the organizational goals and objectives, as well as those of the
individuals that make up the organization. Such activities include effective planning for
acquisition, training, development, utilization, and performance appraisal of the human
resource. For the purpose of this paper, however, we shall limit further discussion to
the utilization of human resource, and to the specific areas of posting and appointment
of Officers in FRSC.
POSTING AND APPOINTMENT OF OFFICERS
One of the areas where human resource management practice becomes evident is the
posting and deployment of personnel within an organization, particularly a large
organization. Posting and appointment of personnel are two critical activities of human
resource management that help to determine how well an organization is able to, as it
were, ‘fix square pegs in square holes’, under the prevailing circumstances.
In the early years of its existence, the Federal Road Safety Corps had only 8
departments, 12 zonal commands, 37 sector commands and a few unit commands, and its
activities were mainly geared towards operations, administration and logistics. In 2002,
there were only 1,700 Officers in the Corps, and by 2005 the number rose to about
2,000.
With the few commands and formations, and a manageable number of Officers,
postings and appointments were then easier and less demanding to carry out. Besides,
seniority was not so much an issue as only a few sets of Officers were in the corps,
even though some of them came in on different ranks.

Currently, however, there is a different situation. The Corps has expanded to a total of
over 291 Commands and formations, including departments and corps offices, some of
them with specialized functions. The number of Officers has also risen to 5,607 (as at
24 February, 2014). This institutional expansion of the Corps and the increase in the
number of staff have brought with it specialization and professionalism that must be
factored in the posting and appointment of staff.
TYPES OF POSTING
By types of posting, we mean the various reasons why postings are made, some of which
are given hereunder:
1. Emergency Posting:
Emergency posting occurs when there is a sudden,
unexpected exit of one or more Officers holding very sensitive positions, and
there is a need for urgent replacement. Such exit may be caused by death,
voluntary withdrawal of service with payment in lieu of notice, or termination of
appointment. This happens especially where the deputy of the exiting Officer is
deemed incapable of handling the office.
2. Specialized Posting: At times, posting of Officers to specialized departments,
units or offices that cannot be occupied or held by just anyone may be required.
In such cases, the human resource manager must do a thorough search and
probably use profiling of Officers to select the most suited for the position.
Examples of such situations include sending Officers on Foreign Service or
posting to professional offices like medical, legal, intelligence and accounts.
3. Posting to New Commands: Whenever new Commands are created, posting
becomes inevitable. In such cases, posting must be comprehensive enough to
take care of all the essential offices and positions.
4. Posting due to Promotion: After every Promotion Exercise, there must be
posting to place successful Officers, whose new ranks are above their current
positions, on positions that are commensurate with their new ranks.
POSTING AND APPOINTMENT AS HUMAN RESOURCE MANAGEMENT (HRM)
ACTIVITY
Posting and appointment constitute one of the major functions of human resource
management (HRM), a function that requires serious planning and consideration of
certain factors. Experience in FRSC has shown that successful posting and appointment
of Officers to positions of responsibility do not happen by chance, but are based on
effective planning.
A Sound Staff Database
Effective planning, in the context of human resource management function of posting
and appointment, must begin with the establishment of a sound database that provides
reliable information on individual staff which can be accessed with ease when required.
Such information include age, educational qualification, area of specialization, state of

origin, rank, position on the seniority ladder, disciplinary record, strengths and
weaknesses.
It should be noted that constant update of the database is as important as its initial
establishment. This is because personnel record is so dynamic that if not constantly
updated, the human resource manager will soon discover that persons who are no longer
in service are being posted or appointed to positions of responsibility. A sound staff
database, therefore, should be the first contact of the human resource manager with
any staff.
Guidelines for Posting and Appointment
The human resource manager is expected to observe certain factors in posting and
appointing Officers to positions of responsibility, and it is in this respect that a well
detailed database comes handy. The following are some of the factors that guide
posting and appointment in FRSC:
a. Specialization: there are specialized departments, corps offices, and units (at the
National and Zonal Headquarters, as well as sector and unit commands) that are
manned by specially trained Officers. Posting and appointment of these Officers is
guided such that they cannot be removed without replacement, or posted out at will,
except on disciplinary cases, or for higher responsibilities. The specialized
departments, corps offices, and units are as listed below:
i.
ii.
iii.
iv.
v.
vi.
vii.
viii.
ix.
x.

Safety Engineering department
Corps Transport and Standardization office
Corps Intelligence Office
Corps Provost
Corps Legal Office
Corps Medical and Rescue Office
Emergency Ambulance Service Scheme(ZEBRA)
Information Technology (IT) Office
Accountants
National Vehicle Identification Scheme (DLC, Plants).

b. Seniority: In appointing Officers to head the various departments and units at the
headquarters, Zonal, Sector and Unit Command levels, seniority is always observed.
c. Geopolitical Spread: As much as it is feasible, States and geopolitical
representation are taken into cognizance in the appointment of Heads of
departments, Corps Offices, Zonal and Sector Commands.
d. Merit: Merit, in terms of record of good performance and achievements, is
considered in the posting and appointment of Officers, especially where there are
several Officers from the same State or geopolitical region to be selected from.

e. Integrity: The integrity of Officers, like merit, is considered before posting or
appointing them to sensitive positions. Where the integrity of an Officer is in
question, such an Officer may not be given a sensitive position, even if he is
professionally sound.
ACHIEVEMENTS
The Federal Road Safety Corps has made great strides in human resource management.
Among the significant achievements recorded by the Corps, the following are worthy of
mention:
A Robust Officers Database: The Federal Road Safety Corps has in place, a detailed
staff database comparable to any among her contemporaries. Any information required
on individual staff can virtually be retrieved from the database within a few minutes.
The System Application Product (SAP) operated by FRSC, allows for manipulation of
personnel data to provide any information that may be requiredusing this database.
Specialization and Professionalism: Specialization and professionalism are known to
enhance performance and productivity, which are the concern of human resource
management. As earlier indicated, FRSC has created quite a number of specialized
departments, corps offices, sections and units where professionals are engaged and are
yielding results. The Safety and Engineering Department, with its professionally
trained Accident Investigation Officers in all the Zones and Sectors; the Information
Communication and Technology Centre, with its IT Officers in all Field Commands; and
the Emergency Ambulance Service Coordinating Office, with 24 ZEBRA centres spread
around the country, to mention but a few, it is clear that FRSC has indeed, achieved
much in the area of specialization and professionalism.
Staff Welfare: When considered from a purely materialistic perspective, one may
argue that not much has been achieved by the Corps in the area of staff welfare.
However, as stated in our introduction, while FRSC, like any other organization, has its
goals and objectives to achieve through the individuals that make up its workforce, the
same individuals have their goals and objectives which they want to achieve through
FRSC. To this end, FRSC has put in place welfare schemes and policies through which
many individual staffs are fulfilling their dreams. Examples are:
i.

ii.

FRSC Staff Multi-purpose Co-operative Society, where staff access loans at
considerate rate of interest to build houses, purchase vehicles or carry out
different projects,
A Flexible Educational Policy that allows staff to realize their educational
dreams through part-time studies, and make progress in their careers.

Capacity Building: For close to ten years running, FRSC has been sponsoring Officers
annually, to the Administrative Staff College of Nigeria (ASCON), Badagry and, more
recently, the Nigerian Institute of Transport Technology (NITT), Zaria for various
courses at Diploma and Certificate levels. Officers have also been sponsored on Foreign

Courses (e.g. 16 TSOs to France for Trailers/Trucks, under the World Bank
Sponsorship), and international Courses such as Speed of Trust Course, Executive
International Computer Driving License (ICDL) Training, and Emotional Intelligence in
Work Place, organized for members of Management and other senior officers.
Annual Promotion Exercise: Prior to 2008, very few promotion exercises were held
and, sometimes, it took more than five years before any promotion was held. This
created a backlog of promotion that bred dissatisfaction and dampened the morale of
staff. Since 2008 however, promotion exercise has been held annually (except in 2010),
and by 2013 a total of 2,726 Officers have been promoted.
Standard Training Institutions: The FRSC has established two standard training
institutions – a training School for Marshals, and an Academy for Officers, where many
courses have been conducted by FRSC for FRSC staff.
ISSUES
21. There are a number of issues particularly with regard to the appointment of
Commanding Officers and the way and manner they handle their responsibilities. The
following are easily identified in this respect:
Maladministration in Field Commands
For certain reasons such as: external and internal influences, shortage of competent
Officers in specific ranks, or in the bid to ensure geopolitical representation in the
appointment of Officers to Commanding positions, some Officers are so appointed, who
are not groomed administratively. Such Officers are also posted without induction; as a
result they fumble in administrative matters. The following are some examples:
a. Forwarding Cases to Wrong Departments/ Corps Offices: Some Commanding
Officers (and they are quite a number) find it difficult to identify the right
offices at the National headquarters to forward certain reports concerning their
staff. For instance, reports on Officers’ disciplinary issues such as FRSC
Disciplinary Panel (FDP), Awards, Summary Trials, or Declaration on AWOL, are
forwarded to Corps Secretary (CS) instead of Admin & Human Resources (AHR)
Department which has powers to review and determine disciplinary cases.
Additional qualifications obtained after approved courses of study, on the other
hand, are forwarded to CS or AHR instead of Training, Standards and Certification
(TSC) Department, which coordinates all training of staff. The uncertainty of such
Commanding Officers as to the specific functions of Departments is even more
clearly displayed when Commands forward the same report to AHR, CS, and
Operations without indicating which one is the main addressee and which are
merely copied for information.
b. Failure to Report Cases: Serious cases of desertion, AWOL, protracted ill-health,
and incapacitation are left unreported for months by Commanding Officers.
Recently, it was discovered that many Officers and Marshals whose names were in
the database, had actually left the service of the Corps.

c. Intra-Zonal and Inter-Sector Deployment of Staff: Some Zonal Commanding
Officers and Sector Commanders transfer staff without informing the
headquarters, thereby invalidating the database at headquarters. In such
situations, only the names of the deployed staff remain in the Commands while
physically they are not found working there.
d. Connivance with Staff to Stay Away from Commands: There are Commands
where some staff are allowed to stay away either to go to school, engage in some
businesses, or for some other reasons, through connivance with the Commanding
Officers. Such Commanding Officers usually do so for some benefits from the
staff, at the detriment of the system.
CHALLENGES
Although much has been achieved by FRSC in the area of human resource management
in general, and in the area of posting and appointment in particular, this has not been
without challenges, some of which are given below.
a. Inadequacy of Specialists and Professionals: In virtually all the specialized areas,
there is dearth of specialists and professionals. This is because the Corps is
expanding faster than its human resources. Therefore, whether it is in the case of
human resource managers, engineers, crash investigators, provost, lawyers, medical
doctors, or intelligence Officers, one is faced with inadequacy, especially when
dealing with posting and appointments. In most cases, only about one-third of the
commands have qualified and well trained professionals. The case of human resource
managers is even worse as there is only a few of them in the Corps as a whole.
b. Interference in Posting: Intercessions from the ‘high and mighty’, both internally
and externally, for the posting and reversion of posting of staff to preferred
commands and positions is a big challenge in human resource management of the
Corps. Staff usually approach very senior Officers in the Corps, and significant
others in the society (Traditional Rulers, Governors, Senators, or CEOs) to help
change or effect their posting to the desired Commands.
c. Indefinite ‘suspension’ of Defaulters: defaulting office holders such as Unit
Commanders, Heads of Driver’s Licensing Centres, and Sector Commanders, who
are removed for one offence or the other, and punitively posted to positions where
they are not adequately utilized, are left there indefinitely. Oftentimes, such
Officers are given positions below their ranks and experience. This practice of
overstretching the period of punishment for defaulting Officers is tantamount to
waste of human resources.
d. Insecurity in Parts of the Country: The prolonged period of insecurity in certain
parts of the country, has created fear amongst Officers and Marshals, such that
staff already there try to leave while those posted to the areas try to use subtle
ways to resist the posting.

THE WAY FORWARD
The challenges of human resource management in relation to posting and appointment in
FRSC are as varied as they are intractable. However, to overcome these challenges and
move forward, the following are suggested:
a. Conduct Induction Courses for New Commanding Officers: Induction courses
should be organized for newly appointed Commanding Officers, while refresher
courses should be conducted for all Commanding Officers, annually.
b. More Training of Specialists: Special courses and training programmes should be
organized at the Academy for new staff joining the various specialized areas of the
Corps, such as human resource management, crash investigation, provost,
intelligence, IT and engineers. In this way, the Corps will get more hands in the
specialized areas.
c. Targeted Recruitment: Recruitment in the Corps has, to a very large extent been
at random. It is suggested that recruitment be based on needs analysis which will
clearly show the areas of need along which recruitment should be directed. In this
way, areas of specialization will be taken care of.
d. Determination of Period of ‘Suspension’ for defaulters: As earlier observed,
defaulting Officers are usually removed from their positions of responsibility and
posted to redundant positions where they are left for an indefinite number of
years. This is tantamount to waste of resources; as such Officers continue to be
paid huge sums of money as salary. It is suggested that suspension of defaulting
Officers be pegged for a maximum of one to two years, after which the defaulter
should be given another chance to prove whether he has ‘repented’ or not.
e. Deploy Indigenes to Areas of Insecurity: As part of the solution to the challenge
of insecurity in parts of the country, it is suggested that indigenes of such areas be
posted to the areas and operational activities be relaxed as well, in the areas. This
is because the indigenes will have the advantage of the knowledge of the terrain
and the language, as well as the ability to navigate their way out in case of any
attacks.
CONCLUSION
The success of any organization is, to a very large extent, a function of its human
resource management. The present paper has attempted a demonstration of the truism
of this statement, using just two of the activities of human resource management,
namely, posting and appointment in the Federal Road Safety Corps.
The paper discussed the concept of human resource management and related it to
posting and appointment of staff to positions of responsibility with particular
reference to FRSC as an organization. It went on to examine some of the achievements

recorded by FRSC in human resource management, issues and the challenges being
encountered, before proffering suggestions on the way forward.
From the above, the position of this presentation is that despite the challenges being
faced, FRSC has done creditably well in human resource management and that while
there is room for improvement, its future in this area is very bright.
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LIFESTYLE AND CAREER ISSUES
INTRODUCTION
Not all deaths are natural; some are preventable. Most of the causes of death are selfinflicted. Most premature death can also be traced to lifestyle-related problems. Most
of the people living today are not healthy; they are experiencing one health problem or
another. Many go from one hospital to another, from one health giver to another
seeking for the cure of ailments that could have been prevented. Many people are not
aware that they carry one ailment or the other. This is because they hardly go for
medical check up. It is possible to live long and live a healthy life. The first part of
this presentation therefore focuses on tips on how individuals can age gracefully with
better quality of life.
The second part of the presentation focuses on strategies to record outstanding
success in one’s career. As young men and women in this noble profession, you will no
doubt want to contribute your quota to move the service forward. Success in any
career or field does not just happen, individuals have to make it happen. This means
that to succeed in your career, there are things you must do and there are things you
must avoid. In the second part of this paper, we will focus on the dos and don’ts to
avoid any frustration or humiliation in one’s career.
AIM
The aim of this presentation is to highlight strategies for healthy living and tips for a
successful career.
OBJECTIVES
At the end of this presentation, participants should be able to:
a. Identify ten keys to a healthy living
b. Identify four strategies that can promote one’s career and profession.
c. List two things to avoid in order to record a successful career.
d. Explain the relationship between lifestyle and successful career
TEN KEYS TO HEALTHY LIVING
Health issues can be tackled from two angles, namely preventive measure and medical.
Preventive measures focus on activities that prevent ailments while medical focuses on
treatment of ailments using drugs and other therapies to cure ailments. Effort is
shifting from treatment to prevention. Prevention is better than cure. Certain
ailments like diabetes and HIV cannot be cured but can be managed. Such diseases or
ailments can also be prevented through healthy living. In this section, we will focus on
ten keys of healthy living in order to enjoy long live or prevent self− inflicted problems.
Food and Health: Food and health are related. We are what we eat. Food is very
important for our growth. Good health depends on good food. We must eat a balanced
diet that consists of protein, vitamins and carbohydrates; Minerals, fats and oil.
Carbohydrates are good sources of energy. However, carbohydrates like yam flour,

yam, cassava, maize, gari and others must be consumed moderately. Excessive
consumption of carbohydrates can lead to diabetes. Protein is also essential to the
body. Examples of food that are rich in protein include egg, fish, soya−beans, beans and
meat. Protein helps human and animals to grow and stay healthy. It helps to repair
worn−out tissues. Protein deficiency can lead to malnutrition and impaired intelligence.
You are advised to consume fish, grilled chicken, soya beans, bean cake, moi−moi and
other foods rich in protein.
Fats and oil are also important. These oily substances are mostly found in animals or
made from plants. Fats and oil provide heat for the body. Examples of substances that
are rich in fats and oil include peanut, groundnut and other nuts. Fats and oil are high in
calories’ they should be moderately used in cooking food. Excessive consumption of
fatty foods is dangerous. It can lead to high blood cholesterol level which may
predispose one to hypertension. Fruits and vegetables are also important for the body.
It is advisable that fruits and vegetables are taken with meals. The best time to eat
fruits is between 11. a.m and 4 p.m. You may also start your meals with vegetables and
fruits. Fruits and vegetables are very good sources of vitamins and other minerals that
are essential for the development of immunity that prevent diseases. Fruits and
vegetables are good for human body. Available fruits and vegetables include: pawpaw,
orange, mango, apple, waterleaf, ugu, pear and others.
Eat raw and unprocessed food to stay calm and healthy. When you eat raw and
unprocessed food, you feel relaxed, calm, positive and confident. Avoid spicy and junk
foods. Junk foods are often called fast food because they are readily available. They
pose serious health hazards because they are prepared without consideration for the
healthy living of the consumers. Cooking raw and unprocessed food may take time; it
has many advantages over junk foods. Food is best eaten when the levels of digestive
enzymes are at their peak in the digestive track. This ensures that the ingested food is
quickly and easily digested, assimilated and the energy produced is sent to the cells. As
a result, the best time to eat is as follows: breakfast between 0700 and 0900hrs,
lunch, between 1300 and 1500hrs, dinner between 1700 and 1900hrs. Every meal should
be served with fruits and vegetables. Breakfast is very important. The habit of eating
late in the night should be discouraged; eating very late does not facilitate early
digestion of food.
It is also advisable
that adults avoid excessive consumption of table salt. Too much
sugar is also dangerous to the health of human being in general and adults in particular.
Excessive consumption of these items over a long period of time has been found to be a
risk factor in the health of some adults. It may eventually lead to hypertension among
several other conditions. Food is very important; it is the only medicine that you need
daily. However, you must not turn your stomach into a dustbin that accepts all sorts of
rubbish. Too much food affects the health of the people. When you eat all sorts of
food at the same time or at the wrong time, it may cause sickness. For food to make
impact in the body, it must be taken when it would be digested, assimilated and

absorbed into the flesh and blood. To promote food intake and good health, you may
consult nutritionist or dieticians for more advice.
Water: Water is very important for the existence of animals, plant and human beings.
Water is life. The whole of the human body contains water of about 75 per cent. The
remaining 25 per cent is made up of solids that can dissolve in water. At different
stages of life, the quantity of water in the body of human beings varies. A new born
baby contains approximately 90 per cent water and at old age, the body water falls to
about 55 per cent. Water is the means through which most body metabolic reactions
occur, it is important in excreting body waste products from the body. Water is
essential for the survival of human beings. It regulates the body temperature and aids
digestion of food. Every part of human body - muscles, brain, bones and others depends
on water. For example the body is about 60 per cent water and the muscle is about 75
per cent water. The brain is also about 75 per cent water, the blood is about 80 per
cent water and the bones are approximately 25 per cent water. About 75 per cent of
the earth is also water.
To avoid dehydration individuals are expected to regularly drink water. Dehydration is
the lack of adequate amount of water in the body. It is dangerous to the body. You
must not wait until you are thirsty before you drink water. By the time you feel
thirsty, you are already dehydrated. Prior to that, your body must have given you
certain signs of general or regional dehydration. Sweating is also an indication that you
are losing fluid. Drink plenty of water to replace the lost fluid. There is no substitute
for water. Drinking plenty of water is part of a balanced diet. A minimum of 12 glasses
(3 litres) of water per day has been found to be beneficial for the body. The water
must be clean, portable, hygienic and suitable for drinking.
Abstain from Alcohol: Abstinence from alcohol is another important key to a healthy
lifestyle. Alcohol comes in different forms. The various forms include paraga,
burukutu , ogogoro, palm wine, beer and wine. Alcohol has a re-bounce effect; it also
makes the users to become emotionally stunted. Alcohol is socially and legally accepted
in our society. Most functions−naming, burial, wedding, promotion and other ceremonies
are incomplete without the use of alcohol. We are in a society where alcohol is
available, accessible and affordable. We are in a society where successful people,
stars, young men and ladies make alcohol consumption appealing to others through
advertisement. Alcohol is one of the most widely used psychoactive substances. Many
people have first contact with alcohol before the age of 12.
Alcohol consumption cuts across ethnic, religious and social strata. The rich and the
poor, the powerful and the weak, the handsome and the ugly, the young and the elderly
drink alcohol. Alcohol can lead to alcoholism. Alcoholism is a chronic drinking disorder
that causes grievance and problems affecting life and work. Alcohol can also affect the
user’s health and well being. Alcohol affects virtually every system of the body. It
causes cell loss and memory loss to the brain. It affects vision, speech and hand
coordination. Excessive consumption of alcohol is dangerous to the heart, kidney, liver,

lungs and brain. It affects the brain, body and behavior. When abused, alcohol can lead
to intoxication or premature death. Report from relevant agencies indicates that most
vehicular traffic accidents are traceable to drunken driving. When a driver is drunk and
drives, it is an accident waiting to happen.
Alcohol has many health hazards. It has mood-altering effect. Most users unleash
unimaginable terror on others under the influence of alcohol. Lives and properties are
lost under the influence of alcohol. Alcoholics are also known to exhibit immaturity in
their daily activities. Abstinence is the best solution to the problem of alcohol. People
who quit the habit in good time later enjoy a healthy life. Many of those who refuse to
quit do not live to tell their stories. Unfortunately many of them not only destroy their
own lives but the life of others. Abstinence or determination to quit from alcohol
consumption is very important for whoever wants to stay healthy.
Abstinence from Smoking: Abstinence from smoking is another key to a healthy life
style. Some people smoke cigarette (tobacco), cannabis or both. The two substances
are dangerous to the behaviour and the health of the users. Studies have shown that
both are commonly used in our society. While tobacco is socially and legally acceptable
in our society, cannabis is not. There is a link between the two substances. Most people
begin with smoking of cigarette and later add cannabis into their smoking habits.
Tobacco smoking is not only dangerous to the health of the smokers, but also to the
people around the smokers. Passive smokers are non-smokers who stay or live around
the active smokers. They are also called second hand smokers, secondary smokers or
involuntary smokers. They experience similar health hazards that the active smokers
experience.
Tobacco comes in different brands, according to Akinwumi (2006), worldwide, over 1.3
billion people smoke cigarette. This figure excludes the passive smokers. In Nigeria,
over 7 million sticks of cigarette are consumed daily. A stick of cigarette contains over
4000 poisonous chemicals. These chemicals include nicotine, tar, carbon monoxide and
nitrogen (ii) oxide. Tobacco causes over 25 diseases to the users; these include heart
attack, stroke and cancer. A regular smoker may lose about 12 years of his/her life
span to this harmful habit. Worldwide over 4.5 million people die yearly as a result of
tobacco related ailments. Tobacco is a major cause of death worldwide. It is
responsible for the death of 1 in 10 adults worldwide.
Apart from cigarette, another substance that should be avoided in order to enjoy a
healthy life is cannabis. Other names for cannabis include marijuana, Indian hemp, Igbo,
weed, stone, pot, kukuye and ganja. Cannabis is believed to be the only hard drugs
(illicit drug) cultivated in Nigeria. Marijuana was brought into Nigeria during the
Second World War. Cannabis is believed to be the most widely used illicit drug in
Nigeria. Its consumption cuts across socio-economic status. A stick of cannabis
contains about 483 different chemicals (it used to be 421), 80 of them are unique. One
of these poisonous chemical is Delta-9-tetra hydro carnabinol-(THC). Cannabis
increases the heart beat of the smoker by as much as 50%, it can also lead to heart

disorder. It impairs the brain and lungs of the smokers. It reduces the immune system
of the user thereby making the smoker to become vulnerable to opportunistic
infections. Cannabis causes lower sperm production in men; it affects the hormones
that control menstrual cycles in women.
Like tobacco, smoking of cannabis is dangerous and an unhealthy habit, smoking of
tobacco or cannabis is like going on a journey of no return. Smoking is a waste of
everything good and precious; it is a habit that can cause irreparable and irreversible
damages to the health of the users. Most of the smokers may end up as liabilities and
not assets to the society because this habit leaves indelible marks in the body of the
smokers. Smoking of cigarette or cannabis can lead to drug abuse. When you abuse a
drug the drug will abuse you. In the long run, many regret their entry into this
addictive habits. With determination and association with the right people, some quit
the habit of smoking while some find it difficult or impossible to quit.
Sexual Behaviour and Health: Another important issue that affects the health of
people is their sexual behaviour. Sex is a gift of nature; we are born sexual. Sex is
ordained by God. Like drugs, sex can be abused. Most people embark upon risky sexual
behaviour. Risky sexual behaviour includes casual sex, multiple sex partners and
unprotected sex. Risky sexual behaviour facilitates sexually transmitted infections like
gonorrhoea, syphilis and Human Immunodefiency Virus (HIV). Gonorrhoea and syphilis
are curable infections while Acquired Immune Deficiency Syndrome (AIDS) is
incurable. There is a relationship between curable and incurable infections. Like licit
and illicit drugs, curable infections serve as gateways to incurable infections.
Untreated curable infections can also facilitate HIV and AIDS.
Adults, particularly those who are young and sexually active are more vulnerable to
sexually transmitted infections (STIs). Coincidentally, these groups form the work
force of the society. STIs affect not only the productivity of the infected ones but
also their health. STIs including HIV/AIDS have rendered many people incapacitated.
Currently, AIDS have no cure though HIV can be suppressed using anti-retroviral
agents; this dreaded disease is becoming a great challenge to the society. People that
are not infected are affected. HIV/AIDS is a lifelong infection that requires lifelong
treatment. Studies have shown that unprotected sexual intercourse remains the major
mode of transmitting the infection from infected to uninfected persons. The best
solution to STIs particularly HIV/AIDs is abstinence. Where this is impossible,
faithfulness to a single sex partner is recommended. The use of condom is the third
option. Diseases like syphilis can still be transmitted despite the use of condom.
Syphilis can be passed from one person to another by direct skin contact, by blood
transfusion and also from a pregnant woman to her unborn child.
Regular Exercise: Regular exercise is very important for a healthy living. Regular
exercise facilitates healthy life style. Everybody is expected to take part in physical
exercise to keep fit. The degree of the exercise depends on the individual’s age. Adults
are expected to do exercise for 30 minutes for five days in a week or 10 minutes
exercise daily. They are also expected to make exercise an integral part of their life. A

light exercise like walking or cycling after every meal helps to divert the glucose from
the blood stream into the muscles. Aerobic exercises like jogging, swimming and others
improve the body’s health condition. It also improves the blood flow and help to reduce
any heart problem and blood pressure. Brisk working is also a good exercise that helps
to strengthen the heart and support blood circulation.
To keep fit, avoid sedentary life always. When people do hard work or energy consuming
activities like farming, menial jobs and others, such people exercise adequately. Most
farmers trek long distance to and fro their farms and also do a lot of hard work in
their farms. Most labourers do a lot of energy consuming work. Through these
activities, they burn a lot of calories. Exercise also aids digestion, provides strength
and endurance. Depending on weight, an adult is expected to burn
about 3,500
calories per week. Regular exercise will help to achieve this. A healthy heart means
that the heart can pump more blood with less effort. You must therefore establish and
maintain regular exercise pattern suitable for your age. Morning and evening periods
are ideal times for exercises.
Avoid Over Weight or Obesity: Over weight is established when it is above normal
weight or a Body Mass Index of 25 to 29.9. Obesity is a condition in which a greater
than normal amount of fat is in the body. It’s more severe than over weight. Obesity
can also be described as having a body mass of 30 or more. Obesity or over weight
results from imbalance between energy intake and energy output. As a result, weight
gain is higher than weight loss. Obesity is a disadvantage. Excess body weight is closely
related with increase blood pressure. Weight reduction and regular exercise are
necessary for people who are overweight. Weight reduction reduces high blood
pressure in a large number of hypertension patients.
The body of overweight individual may not be able to support the weight. Obese people
are more susceptible to illness and chronic diseases. Apart from high cost of
maintaining themselves, studies have shown that obese people live between four to
seven years less than average weighted people. You cannot hide obesity; similarities,
you cannot hide the huge cost of maintaining obese individual in the economy and in the
society. You are therefore advised to watch and check your weight to avoid obesity.
Regular exercise helps to burn excess calories. If you gradually loss weight, you are
more likely to keep fit. Resist excess table salt and sugar intake. Avoid fat-frying
diets.
Moderation is very important for whoever wants to avoid being overweight. Apart from
heredity, excess weight is often caused by excess food, the more you eat excessively,
the more the health problem. When you eat moderately you maintain a normal body
weight. Many people have fats in their bodies, when you eat moderately, you will spend
less to maintain yourself. Those who have the tendency to become obese can shed
extra weight through exercise. Apart from excess food, excessive consumption of
alcohol and smoking should be avoided. Ensure moderation in whatever you eat. This will
make you physically, medically and financially healthy. Remember that you eat to live,
unfortunately, most obese people live to eat.

Sleep and Rest: Adequate sleep and rest are also important for a healthy life style.
Sleep is a basic necessity. Adults are expected to have a sleep of 8 hours per night,
some people over work themselves, they may neither have sleep nor rest. There are 24
hours in a day, it is advisable that 8 hours be earmarked for productive work, 8 hours
for rest, leisure and miscellaneous, and eight hours for sleep. The Holy book notes that
God worked for 6 days and rested on the seventh day. You also need to rest, the body
need sufficient rest to allow for recuperation after a day’s hard work and to prepare
for the next day. Insufficient rest can lead to many problems. Adequate rest and
sufficient sleep are part of the requirements for good health, happiness and ability to
succeed in life, they refresh the body and the mind.
Relaxation is also very important to avoid stress. You can relax by watching television
programmes, listening to music and other social activities. Have a good laugh, make
jokes, read newspapers and magazines, visit friends and other recreational centres.
Have a positive attitude towards life. Learn to rest. Annual leave is meant for rest.
However, many workers spend their leave to solve or embark upon personal project.
Many work more during their annual leave than their normal working period. Cultivate
the habit of resting during your annual leave. Spend your annual leave on tourism and
other recreational activities; as a result you will look fresh and more active after the
leave. Apart from the normal sleep in the night, siesta is also important. It makes you
fresh, strong and calm.
Regular Medical Check-up: Regular medical check-up is very important for a healthy
living. The body can be likened to our cars. We regularly maintain and service our cars
to have optimum performance. If we wait until our cars develop problems before we
carry out necessary repairs, it may be too late. Such cars can break down along the
way; we may be disappointed or unhappy when a vehicle breaks down on a journey or in a
thick forest. Such problems would have been prevented through regular servicing or
maintenance. Similarly, there is the need to regularly go for medical check-up even if
we are not sick. As we check the engine, water and oil in our cars daily, the body also
needs routine or regular check-up. Do not wait until you breakdown before you report
sick, embark on regular medical check-up.
Thorough routine or regular medical check-up, prompt diagnosis or treatment of
aliments or diseases will be facilitated. There are some diseases in the body that will
not manifest immediately. Through routine medical check-up, such diseases may be
diagnosed and treated before its manifestation. Every adult above forty years is
expected to go for regular medical check at least once in a year. This regular check up
is in the absence of any apparent illness. When diagnosed of any ailment, early
treatment should commence. Apart from regular check-up, it is also necessary for
individual to be alert to the body warning signals. Whenever you observe something
strange in your body, consult your doctor.
Medication: The last important strategy for a healthy lifestyle that will be discussed is
medication. As one grows older, the body needs more medical attention; hence the body

needs medication to perform its normal functions. Sometimes, ailments or diseases
become inevitable, hence the need for medication. Whenever sickness or illness occurs,
it is advisable to report to the approved or appropriate health care providers for
proper examination and treatment. Ensure that you open up to your doctor. You must
not hide anything. Take your drugs regularly. Keep to your doctor’s advice and
appointment. As much as possible keep to a particular doctor, avoid changing doctors
frequently. Most car owners want to maintain a particular mechanic; too many
mechanics handling the same car could be dangerous. Most car owners also want to
maintain a particular driver. Similarly, changing your doctors on regular basis may be
unhealthy, it prevents continuity. You must also avoid self-medication. Selfadministration of drugs is drug abuse. Finally, remember that a healthy citizen is an
asset to the nation.
CAREER ISSUES
When God created Adam, he gave him work to do. He told him to keep and dress the
Garden of Eden. When Adam and Eve were driven out of the garden of Eden, God told
them to go and toil in order to feed themselves. Since then, men and women have been
working to feed themselves and others. The early man embarked on farming and
hunting. With the advancement in technology, specialization became the order of the
day. As a result, different professionals and careers emerge. Today, we have different
professions like driving, teaching, engineering and others. No doubt you are aware that
this noble profession of yours has many experts and professionals. The question is how
do you succeed in this profession? How do you make great impact in this profession?
This section focuses on things to do and things to avoid to record a successful career.
Time management: Time is precious; it can neither be stopped nor replaced. Unlike
money, food and other items, time cannot be stored, it cannot be stretched. There is
neither injury nor extra time in the game of life. Once you finish your full time, you are
gone. Most people have a life span of less than 30 thousand days or about 83 years and
they spend about one third of the period sleeping. This means they are awake for about
20,000 days. It is amazing how time flies quickly. Look at a few of the photographs you
took in the past, look at the mirror and compare yourself with those past photographs.
The difference, I am sure should be distinct. Take another photograph today and
compare this to your appearance in the next 10 or 20 years. That oldest man or woman
in your environment was once younger than your present age. One day, you will likewise
be as old as or older than that person. Be time conscious, in what looks like just
yesterday, you will ask yourself why did the time move so fast? The speed at which
time flies is unbelievable. Your life span becomes shorter every passing day; you must
make the best use of your time.
Time and tide waits for no one. Time is a resource that is equally provided for
everybody, male and female, the rich and the poor, the highly placed and the less
privileged. Everybody has 24 hours daily and 168 hours weekly to execute all daily and
weekly engagements respectively. Time cannot be slowed down. It is a resource that
must be wisely and well managed. To wisely utilize this resource, everybody must have

daily schedule of activities based on priority. As a guide, there must be an action plan.
Work according to a definite plan. Avoid time wasting activities that add little or no
value to your life. Have plan for every day, week, month, year and decade. Remember
that seconds run into minutes, minutes run into hours, hours run into days, days run into
weeks. It is also important to note that weeks run into months and months run into
years. When you successfully manage your time, you will successfully manage your life.
Self-discipline and self-confidence: The next important strategies are self-discipline
and self-confidence. Self-discipline is important for whoever wants to succeed in life.
You need it everywhere you find yourself. You need self-discipline in your marital life,
place of work and relationship with others. Many homes have problems due to lack of
self-discipline. Many workers have been retrenched as a result of indiscipline. Many
people have lost their rightful positions as a result of absence of self-discipline. On the
other hand, self-discipline has enthroned many people. Indiscipline is a great concern
to institutions, authorities and governments.
Many people have achievable and measurable goals and objectives but lack selfdiscipline to see their plans through. Many people are too far from their goals as a
result of lack of self-discipline. Many nations are lagging behind because of high rate of
indiscipline by the citizens of such countries. Many problems at local, national and
international levels would have been averted through self-discipline. To succeed in
whatever you do, self-discipline is important. Through self-discipline, you would avoid
unnecessary activities and expenses. You would remain focused and avoid anything that
would rubbish your name. Give an opportunity to a person that lacks self-discipline, he
would waste it. Show me an individual that lacks self-discipline and I would tell you a
person that is heading for failure.
Like self-discipline, self-confidence is also important for success in life. If you do not
have confidence in yourself, nobody would have confidence in you. In other words, you
must have confidence in yourself before people would have confidence in you. It is
self-confidence that makes you to rise again whenever you fall. Abraham Lincoln lost
every previous election before he won to become the president of the United States of
America. He strongly believed in himself, though people did not believe him at the early
stage of his political career. Your level of confidence reflects in whatever you do. It
reflects in how you speak the use of body language and your behaviour.
The opposite of self-confidence is low self-esteem. People with low self-esteem hardly
do anything with excitement. From whatever they say or do, there would not be any
element of seriousness. When a team enters the football field with low self-esteem,
you can predict the result before the match commences; defeat. When an individual
with low self-esteem participates in a debate competition, the result would be poor
performance. Many people with low self-esteem would not like to participate in any
competition. Often, they lack the spirit of good sportsmanship, and rate themselves
very low. They feel that everybody is against them or out to criticize them. Such
people find it difficult to succeed.

Self-Development: Another important strategy for success is self-development.
Formal education is good, but it is not enough. Despite your level of formal education,
you should also acquire relevant and needed skills and knowledge through selfdevelopment. Technology is making life more sophisticated and challenging. The skills
and knowledge of the past cannot meet the modern requirements of today. Every
certificate has expiry date. Regular upgrading through self-development would make
individuals to become relevant and successful. If you fail to develop yourself, you
become outdated. Make yourself available for relevant training, skill acquisition and
other programmes that would contribute to your success in life and place of work.
Self-development makes you a top performer. A top performer would not end up in low
places. He would always be a sought-after in the midst of economic crunch and high
rate of unemployment. Never assume that you know everything or that you cannot
develop yourself again. There would always be something new to learn. Selfdevelopment would help you to improve the quality of your products and services. It
would give you foresight to be ahead of others. Through self-development, you would
become creative and current. Be willing and eager to always learn something new and
relevant. Self-development assists you to come up with current, practical, realistic and
exciting programmes and ways to improve yourself. Let your commitment to selfdevelopment become unquenchable or unparallel. Keep sharpening your mental
capability through self-development.
Patience:
A farmer once had a fowl, it started laying eggs and the fowl laid an egg
daily. The farmer wanted the fowl to lay all the eggs once. By the nature of fowls, it
was impossible for the bird to lay all the eggs once. The farmer was impatient. He also
had a wrong notion that if the fowl was killed he would remove all the eggs at once. One
day, after laying the tenth egg he killed the fowl. He thought that he would remove
dozens of eggs from the egg sac of the fowl. When he opened the egg sac he saw no
egg. That was the reward of impatience. Many people have also destroyed their destiny
because of impatience. Many marriages break, many good careers are ruined and many
promising lives have been lost because of impatience.
Patience is the key to success in academics, marriage, career and business. Most people
are impatient. They are always in a hurry. Instead of hard work, many look for short
cut. Patience is missing in the dictionary or attitude of most people. Many want to
become rich overnight. Many workers want their superiors removed prematurely so
that they can replace them. They do not want to be patient. Many do not want to wait
for their time. In the process, many of them fail or crash. Be patient, avoid shortcuts.
Shortcuts can cut short your life or career. Even if you record overnight success
through impatience, it may not last. Instead of looking for overnight success, work hard
to make a lasting impact in your area of calling. Be patient, you cannot just start or
take off and become successful overnight. Rome, we have always been reminded was not
built in a day.

Things to avoid
Having discussed four things to do in order to succeed, let us now focus on two things
to avoid for whoever wants to succeed. The two important issues to be discussed are
procrastination and indolence.
Procrastination: Procrastination simply means to delay something that you should do,
usually because you do not want to do it. Procrastination is a grave where many life time
opportunities are buried. John Mason remarks, “The best time of the day is now.”
Procrastination is the attitude of “I will do it later.” It is the attitude of postponing
the execution of projects, or programmes or other activities to a later date. To
succeed in life or in our understanding, we must change our attitude from “I will do it
later” to “I will do it now.” Many people always wait or hope for the future that may
never come.
Do not fold your hands or take a backseat. Do not assume that things would just happen
without you making it happen. Do not assume that somebody else would make it happen
for you. Except you do something; nothing would happen. Whatever you can do today, do
not delay it until another day. Be time conscious. When you avoid procrastination and
take appropriate step, something would happen. If you do nothing or procrastinate, you
would remain in the same position. You would later serve or envy those who have taken
necessary steps. Many students fail because they procrastinate or refuse to prepare
for their examination at the right time. Many keep telling others that they would take
steps but fail to do something. Delay is dangerous. Procrastination is an enemy of
success and time. Avoid it.
Indolence: The second and the last strategy to be considered under things to avoid
is indolence. Another name for indolence is laziness. An indolent person will never
succeed. Success, happiness and fame are the outcomes of hard work. On the other
hand, failure, hardship and distress await an indolent person. An indolent person will
end up as a parasite or liability to others. An indolent person mostly pursues parochial
interest. Nobody suddenly becomes poor. Poverty is caused by series of neglects,
indolence and sluggishness over a long period. Be committed to your job or calling. Do
not be lackadaisical to whatever you do. Avoid sloppy and care-free attitude to work.
Keep yourself busy; look for something tangible to do. An indolent person would never
bother to sow while others are sowing; this is why they always beg during harvest.
While others are working, a lazy man spends hours sleeping. Lazy people are dangerous
to the society. They are always idle. They always have excuse for being idle. When you
ask an indolent man why he is not working, he may tell you that there are no job
opportunities. A hardworking person on the other hand would look for something to do.
Hardworking people can genuinely give commercial value to whatever they do. A
hardworking person sees prospect where indolent ones see problems. A lazy man would
eventually serve the hardworking people. A lazy person would find it difficult to get any
recognition. A hardworking man would stand before the great ones.

CONCLUSION
The paper highlighted lifestyle issues that lead to healthy living. The paper discussed
things to do and things to avoid in order to enjoy a healthy living. To succeed in life and
one’s career, certain things are important. Four of them are discussed in the paper
while two pit falls to avoid are also discussed. I strongly believe that if you adhere to
the lifestyle and career issues discussed in this paper, you will not only enjoy a healthy
life but also succeed in your career.

PROCUREMENT AND EXPENDITURE CONTROL IN FRSC
INTRODUCTION
The Public Procurement Act (PPA) 2007 as amended was the first Bill to be signed into
law by late President Umaru’ Musa Yar’Adua (GCON). Suffice to say that, the process
of procurement and expenditure control in Federal Road Safety Corps (FRSC) is in
accordance with the Public Procurement Act 2007 as amended. This paper will attempt
to highlight the key areas involved in the process of procurement and expenditure
control.
The role of procurement and expenditure control is paramount in FRSC to checkmate
the excesses that usually arise in procurement and expenditure. Requisition and
procurement in FRSC must follow laid down procedures. The communication start from
Units, Sectors, Zones and finally to the Corps procurement office at the Headquarters,
where the proper implementation of the Public Procurement Act 2009 is observed.
AIM
The aim of this paper is to acquaint participants on procurement and expenditure
control.
OBJECTIVES
At the end of this lecture, participants should be able to;
a. Define:
 Procurement
 Expenditure
 Control
 Bidding
b. List types of procurement.
c. Explain the following:
 Organization of Procurement.
 Procurement Procedures
 Pre-Qualification of Bidders
 Procurement Process
PROCUREMENT- According to the Oxford Advance Learners Dictionary, procurement
means “acquisition of goods or services”. It is the process of obtaining goods and
services from preparation and process of a requisition through receipt and approval of
payment.
EXPENDITURE- Is the act of spending or using money.
CONTROL - Is the power to make decision about something or the act of restricting,
limiting or managing.

TENDERING OR BIDDING – The British uses tender while The US uses bid. Tender
or Bid is a formal offer to supply goods or carry out work at a stated price. In other
words, it means to offer to do work or provide a service for a particular price, in
competition with others.
TYPES OF PROCUREMENT
There are two types of procurement; Direct and Indirect procurement.
a. Direct Procurement - deals with raw materials and production of goods. A good
example of this is the petroleum industry that deals with crude oil which is a raw
material.
b. Indirect procurement (non-productive) - deals with maintenance, repairs and
operational supplies, e.g. the supplies, repairs and maintenance of vehicles, AirConditioning systems (AC), Information Technology Centre (ITC) equipment etc.
ORGANISATION OF PROCUREMENT
FRSC procurement and bidding process is predicted on the objectives of the 2009
Public Procurement Act. This includes the following;
a. Best total cost: reasonable price with the current market prices.
b. Right Quantity: actual quantity of goods and services requested by the entity.
c. Right Quality: the stated demand in the contract agreement, e.g. new, fairly used
products etc.
d. Right Time: the time limit of supply is stated clearly in order to achieve the
purpose of the contract. Time can be in a number of days, weeks, months and years
as specified.
e. Right place: the supply of goods and services should be in the right place as stated
by the procuring entity. E.g. the supply should be made to the store at the FRSC
Headquarters.
f. Beneficial to Government, Corporate bodies or individuals: any form of
procurement should be useful to the Government, Corporate bodies or individuals
and should be the focus of any procuring entity.
PROCUREMENT PROCEDURES
Procurement procedures are requisition methods that companies or organizations
adopt to acquire goods or services. If the company or organization wants to order for
new products (goods) or services (works), the requisition is made on–line or through
physical applications. For example in FRSC, the field commands have the following
stages:
STAGE I:
The Unit Commander makes requisitions through direct application to the sector
commander. The Sector commander will minute to his Procurement officer for proper
action.

STAGEII:
The Sector Procurement Officer forwards requisition on-line or through application
(hard copy) to the Sector Commander. The Sector Commander goes through the
requisition and if satisfied, the same is forwarded to the Zonal Commanding Officer
(ZCO) and if the sector commander is not satisfied, the requisition is sent back to the
procurement Officer for corrections. The procurement Officer has to forward to the
sector commander for approval before it is been sent to the ZCO. The ZCO will in turn
forward the requisition to the procurement Officer at the Head Quarters on-line or
through application (hard copy).
STAGEIII:
The Corps procurement office receives or collates requisitions and forwards same to
the HOU store. The HOU store will minute back to the Corps procurement office,
available or not available in the store.
If available, the Corps procurement office forward to the COMACE. The COMACE
approves the release of such items requested. The Corps procurement office minute to
the store for the release of the items approved. The store will inform the Zone that
items requested has been approved ready for collection from the store.
If not available, the Corps procurement office, inform the COMECE and advice. The
COMACE directs such requisitions to Procurement Planning Committee (PPC) for
necessary action.
The role of PPC is on yearly basis. They collect, evaluate and make selections of bids in
line with the PPA 2009. At the end of the Procurement planning committee (PPC)
bidding exercise, the Procurement department seeks the approval of the Tender Board,
obtains a certificate of “No Objection” from the Bureau of Public Procurement and
then proceeds to award the contract on behalf of the requiring department.
The goods we talk about in FRSC are rescue materials, Booking sheets, Uniform
materials, Log Books, services etc. When one is to be sent from the Headquarters to
make repairs on a commander’s IT installations or Air-conditioning systems when they
are in bad condition and requisition is been made to the Headquarters.
PRE QUALIFICATION OF BIDDERS.
Pre-qualification is a process of short listing at least 3 best tenders for consideration
by the commission’s Tender’s Board/Procurement Planning Committee (PPC).
In all cases where there is a need for prequalification, the Chairman of the
Procurement Planning Committee /Tenders Board constitutes a technical evaluation
sub-committee. The responsibility of this committee is primarily to evaluate submitted
bids for further consideration by the PPC/ Tenders Board of the commission.

It is important to note at this juncture that pre-qualification contractors, supplier’s
etc who demand for contract, must be given what is known as pre-qualification
document. The pre-qualification document contains information such as:
a. Guidelines and instructions on how to prepare and forwardpre-qualification
application.
b. The summary of terms and conditions required for the procurement contract
agreement.
c. Any documentary evidence or other relevant information to demonstrate a
bidder’s qualification.
d. The deadline, manner and place for the submission of application to pre-qualify.
e. Any other requirement established by the commission which it deems necessary
and is in conformity with the laws.
PROCUREMENT PROCESS
The process of procurement and tendering in the Commission in respect of both goods
and services includes the following;
a. Invitation to bid: This is achieved by way of placing adverts in the Federal
Tender Journal, any two national newspapers, Notice Board and website of the
Corps. This depends on the established thresholds. The publication is normally
open for six weeks.
b. Submission of bids: Bids in response to any invitation are normally submitted in
writing and of course in addition to any other format we have earlier spelt out in
the tender document. Perhaps, it is important to add that bid must not be made
in any language other than English. Any bid received after the expiring date of
submission of bid cannot be opened and usually returned to the sender unless of
course there is an extension of the deadline.
c. Bid examination/ evaluation: Submitted bids are evaluated according to the
guidelines stated in the bid solicitation document which was issued to every prequalified bidder in the first instance. It must be noted that the purpose for
evaluating bids, is to ensure fairness and objectivity in selecting the most
suitably evaluated responsive bid from among the lot that responded to the
bidding.
In doing this therefore, the Corps procurement office/Tenders’ Board normally
carries out the following processes:
 Checks deviation.
 Checks substantial omissions with quantification from items as indicated
in the solicitation document.
 Applies discounts where and when it is imperative.
 Appropriates common currency conversion local to foreign or vice versa.
 Calculations and tabulation of bid amount.
 Classification and clarification of some minor deviations.
 Determining the lowest calculated prices in ascending or descending
hierarchy.
 Listing rejected bids as appropriate.
 Post qualification of bidders.

 Quantification in monetary terms of doubtful deviations.
 Ensures that rejection of bids were justifiable.
 Recommendation for award and
 Writing up of the bid evaluation report.
d. Acceptance of bids: In the procurement process, the successful bidder is
generally the lowest cost bidder chosen among the whole lots of bidders that
responded to the solicitation document.However, notwithstanding, a selected
bidder must or may not necessarily always be the lowest cost bidder as stated
above, provided the procuring entity or unit can justify on good grounds that
due process has been followed in selecting the successful bidder.
e. Mobilization fee: Unlike in the past, when mobilization fee was about 25
percent of the contract amount, the PPA 2009 provides for a mobilization fee of
15 percent of the total contract sum. Again, unlike in the past when contractors
or suppliers sometimes collected up to 100 percent of the contract sum before
the completion of projects without performance certificate, the Act has also
provided that once the regulated mobilization fee of 15 percent has been paid,
no further payment will be made without an interim performance certificate
issued in accordance with the signed contract agreement.
NOTE: The Act also provides that no contract shall be awarded if the contract sum is
not readily available. This means that even though this must have been provided for in
the approved budget, releases must have been concluded before the contract is
awarded.
CONCLUSION
Procurement and Expenditure Control cannot be over emphasized as long as government
administration is a continuous exercise. The signing into law of the Public Procurement
Act 2007 has succeeded in checkmating the excesses in expenditure outside the due
process. The consequences of violating the Act in Public Procurement equally made it
mandatory for organizations to comply. It is therefore a task before FRSC
management to continuously comply with public procurement Act 2009 on the issues of
procurement and expenditure control.

THANK YOU.
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PUBLIC MEDIA RELATIONS IN FRSC
INTRODUCTION
In the contemporary operating environment, there is a higher demand for organisations
(including the FRSC) not only to operate responsibly but be seen to do so. By extension,
modern organisations such as the FRSC are under intense pressures to be seen to be:
a. Environmental friendly,
b. Politically correct in all utterances and policies,
c. Ethical in their operations,
d. Parade quality leadership and management,
e. Socially responsible in dispensing all its statutory range of services,
f. Motivating employees to drive superior service delivery,
g. Have regular controlled platforms (publications) to tell their stories
The above indices critically bring to the fore the potency of Public Relations issues as
important propelling force in socio-economic and political prosperity of the 21 st century
organisations.

“One cannot choose whether or not to have public relations,
one can only choose the degree to which those relations will be
managed” -- Paul Holmes

Paul Holmes here critically argued the significance of Public Relations as a phenomenon
that the veracity cannot be put on the back burner if an organisation needs to be
tenacious; the only thing that can be influenced is the style and versatility of its
management. Public Relations here aid as feedback mechanism to an organization that
sees the need to be aware of what the diverse publics perceive it to be, and how to
control the perception if in jeopardy.
MEDIA: This is one of the critical components required of an agency such as the FRSC
in order to achieve set goals. Referred to as the fourth estate of the realm, the media
remains the watch dog, the conduit and the source through which the public gets
informed about daily activities in a given society. It then follows that the FRSC
requires the media in its daily routine functions to effectively inform its target
audience about its efforts towards delivering on statutory mandate of making the
roads safer for Nigerians. It is also required of the Corps to build and sustain robust
machinery for effective media relations as part of measures to achieve set goals. As
the Corps has set its 2016 strategic goals, effective public media relations is critical
towards realising these projections.
THE PLACE OF PUBLIC MEDIA RELATIONS
Online media may be revolutionizing Public Relations, but good old media relations skills
remain vital. PR industry leaders still believe that newspapers must be reviewed, and
when it comes to selling in stories to the press, a telephone call is the best way to do it.

According to a survey by the PRCA, 71 per cent of the PRCA’s Leaders Panel of agency
CEOs and in-house communications directors say they expect their PR practitioners to
conduct a daily review of the newspapers and 62 per cent say the best way to contact
journalists is by phone.
Discussing the power of media relations, Andrew Marcus, deputy head of
communications at the Museum of London says that the skills needed for effective
media relations are the same as those needed for good PR, as it is all about being able
to communicate a message. He adds: “The media landscape is changing, but the core
skills remain the same. PR officers today should be as comfortable drafting a tweet as
they are drafting a press release. They should be equally able to sell in to a journalist
or a blogger. He or she should be able to imagine a YouTube storyboard just as they
might imagine a feature hitting a national newspaper. And they should have no qualms
about being interviewed on camera nor giving a presentation to a live audience. The best
PROs are able to get their message across irrespective of the channel.”
Ben Burton, director at PR firm Weber Shandwick, agrees with Marcus that media
relations skills are essential: “Building strong links with journalists is crucial and we
always look for these skills amongst our new recruits. Many clients still want to see
their name in the paper and recognize the reach it gives them.”
Burton emphasizes the importance of traditional expertise: “Despite the growth of
digital and owned content being able to sell in a good story and engage well with the
media in a crisis is still a crucial skill. The key is understanding the news agenda and
what will work for different media – that will never go out of fashion.”
“With more and more people working in PR and less and less working in journalism, you
would think the flack’s job has got easier than the hacks. But thinning papers means
more competition so anyone working in communications needs to be able to craft a
newsworthy story and know how best to get a journalist to bite.”
Victoria Leyton, account director at PR firm Lansons, also believes that traditional
skills are key, because although media relations is evolving, the basic principles remain
the same: “Having the expertise and the knowledge to know how journalists (whether
print or digital) operate and the things they need will lead to better results and better
relationships. In a world that is getting increasingly faceless, having a good reputation
and profile, and knowing other people’s, has probably never been more important.
“It’s all about getting the right information to the right people, and tailoring the
messages to get the best result. The most effective way to do that is to understand
the key platforms (and it’s not always print) for your clients and get to know the people
writing for them, so you can give your client the right advice on the type of stories
that work and who is interested in what.”
“Fortunately PROs are adaptable by nature and have recognised the value of

understanding the digital space, ensuring they include key influencers across all
platforms into any brand advocacy campaign.”
For the Federal Road Safety Corps, an effective public media relations remains a
determinant factor towards achieving set goals. As one of the Corps’ strategic
partners, the media plays complementary roles through dissemination of road safetyrelated reports. The media is also relevant in the face of any contentious national issue
bordering on the FRSC such as the new driver’s license and vehicle number plate. It is
understandable that with a cordial media relations, the public will be adequately
informed about the Corps’ numerous initiatives concerning the new vehicle number
plates and driver’s license by identifying specific areas such as enhancing the capacity
of the Corps on enforcing traffic laws, building a credible data base of vehicles and
owners of such vehicles to also strengthen the nation’s security network.
Soundbites
How important is media relations in PR?

Jennifer O’Shea, campaigns manager at PR agency 4mediarelations:

“While it is important that the profession moves with the times, we must not forget
that our understanding of the media and strong contacts is one of the key skills our
clients pay us for. In broadcast PR, media relations still takes centre stage in
everything
we
do.”

Zoe Ward-Waring, managing director at communications agency Publicasity:

“Media relations absolutely remains a core foundation skill that still has
value because of all the good solid basics of networking and relationship development
that sits in its heart. There is nothing more effective than a face-to-face meeting to
make a connection and create a relationship with the journalist or blogger to gain their
trust in you and know what to expect in terms of quality PR.”

Robin

Campbell-Burt,

associate

director

at

PR

agency

Spreckley

Partners:

"Where media relations comes into its own is when your campaign is trying to influence
people's opinion on a subject area. Having your news content covered by a publication
will always give powerful third-party support for your message. This is especially
important for corporate or B2B campaigns where messages are often complex and
target audiences take greater time to analyze and are more skeptical about the
credibility of what you say.”
PUBLIC RELATIONS: A CONCEPT
To determine what Public Relations is, there is a whole countless body of opinions
ranging from various scholars’ views. As a matter of fact, various professions may see
Public Relations in different lights scanning from diverse perspective, a scholar’s view
of Public Relations may differ seemingly from that of a business man, or a lawyer, and
just to mention that of a politician.

"Modern public relations did not spring full-grown out of anybody's
brain -- it has evolved from earliest times out of the needs of
human beings for leadership and integration." -- Edward L. Bernays
Most people think they know what public relations is, it’s so much a part of our
everyday life and vocabulary that we tend to take it for granted. In that respect, it's a
lot like "communication." Both are terms we hear every day. They're processes we
experience and participate in regularly but, because they're so common and so familiar,
we don't clarify them in our own minds or in our conversations with others. We assume
everyone will know what we're talking about and that we'll know what they mean.
However, the Public Relations Society of America (PRSA) constantly bemoans the fact
that "public relations" is often misused in day-to-day conversations, even by
experienced business people and by the news media. Sometimes they define it too
narrowly. Sometimes, too broadly and, sometimes they attach undesirable, negative
connotations to it.
Even public relations practitioners who are performing public relations for a living and
who should, therefore, have a pretty clear idea of what it is often encounter other
practitioners whose definitions and interpretations are dramatically different than
their own.
Edward Bernays, one of the patriarchs of modern public relations, wrote, "The three
main elements of public relations are practically as old as society:
 informing people,
 persuading people,
 or integrating people with people.
Of course," he added, "the means and methods of accomplishing these ends have
changed as society has changed."
Bearing these three factors in mind, public Relation encompasses detailing and
integrating people with the organisation’s products, services, management style,
communications strategies or activities, and other public conducts.
“Public Relations” is a management function that creates, develops, and carries out
policies and programmes to influence public opinion or public reaction about an idea,
a product, or an organization. The field of public relations has become an
important part of the economic, social, and political pattern of life in many nations
In summary, Public relation can generally be captured in one single phrase as
"Public relations helps an organization and its publics adapt mutually to each
other." -- Edward L. Bernays

AIMS AND OBJECTIVES OF PUBLIC RELATIONS
We have diverse human institutions interacting with one another. For their smooth
functioning, they need to pay greater attention to understanding human attitudes in
order to seek each other’s acceptance and cooperation. Understanding the difficulty in
bridging the yawning gap in any process of communication between what the sender
means and what the receiver thinks is necessary. For that reason, ‘Public Relations’ has
become an integral part in the present day life. The following are the main objectives
of PR :
a. Maintain the prestige or favorable image.
b. Promote the product and service.
c. Maintain the good will among the employees, dealers, distributors, suppliers,
stockholders, community and the govt.
d. Prevention and solution of the labour problem.
e. Overcoming miss-conceptions and prejudice.
f. Ability to attract the personnel.
g. Educate the public to the use of the product and service.
h. Investigate the attitude of various groups towards the policies.
i. Formulation and guidance of the policies.
FUNCTIONS OF PUBLIC RELATIONS
a.
To inform the publics about the organization’s specific activities.
b. To interact with various government and non-government departments for
smooth running of the organization.
c. Tobuild and sustain healthy image in the minds of the masses.
d. To manage a crisis situation.
e. To maintain good media relations
f. To use various PR tools to achieve the goals
GROWTH AND DEVELOPMENT OF PUBLIC RELATIONS
The use of public relation seems to be older than that of its origin as a term. When
Queen Elizabeth-I came to power in 1558, the internal situation of the UK was in
disarray in which the possibility of rebellion always endangered the stability of the
government. But Elizabeth was not only able to manage the affair by bringing stability
and order in the society, but also raised the nation to an acclaimed height. One of the
secrets of her miraculous success was unquestioningly good public relations she
employed by appointing able administrators who rendered a good deal of dedicated
service to the nation.

Public relations is considered an important tool in molding public opinion which
constitutes the basic spirit of democracy. The term public opinion was not used until
the eighteenth century. The Greek writers elaborated on public will, which was
ultimately shaped by the Romans in the expression of Vox Populli (popularly known as
Vox Pops). The need of influencing voice of the people on predetermined line paved the

ground for the emergence of public relations. Information is the core of communication
which is partly designed to influence the action and opinion of the public. When
information is disseminated with the purpose, it is communication.
American President Thomas Jefferson first coined the term public relations in his
address to the Congress in 1807. The intention of the President was to explore
meaningful words for expressing his idea. Public Relations as an organized profession
emerged in the United States. According to Scott Phillip the birth of public relations
was closely associated with the beginning of American industrialization. In 1900
Publicity Bureau, a public relations consultancy firm, was established in Boston. In 1915,
Ivy Lee engineered public campaign on behalf of Pennsylvania Railroad Company. Lee was
perhaps the most famous of the early public relations practitioners. He helped to
develop many of the techniques and principles that today’s practitioners follow. He
believed in open communications with the media, and he was candid and frank in his
approach to the press. He understood that good corporate performance was the basis
of good publicity. Many believe that his major contribution was to humanize wealthy
businessmen and to cast big business in a more positive light.
A former Wall Street reporter, Ivy Lee became a public relations counselor with
George Parker in 1904. He developed a publicity policy of “the public be informed” in
contrast to the infamous statement of financier William Vanderbilt, “the public be
damned.”
‘Business had to tell its story honestly, accurately, and openly in order to win
public understanding and support’.. .. Lee
During the First World War, the then US president, Woodrow Wilson created a
committee on Public Information headed by George Creel. It had many young faces, who
acted as propagandists. The objective of the committee was to unite the public opinion
in favour of the war. During those times, PR was the form of publicity & its objective
was to influence the masses and it was synonymous with ‘influencing’. There was a quiet
period between WW-I & WW-II. When the PR exercises had been stopped during the
WW-II, the need of the PR was felt again. This time the emphasis was on the two way
communication and relationships.
INDIVIDUALS PRACTICE PERSONAL PUBLIC RELATIONS.
On an individual level, when you wash your car inside and out before you pick up a date,
you're practicing public relations. When you comb your hair and wear a conservative
suit instead of cut-offs and a t-shirt for a job interview, you're practicing public
relations. When you answer the phone with a sprightly "Hello!" instead of snarling,
"Yeah, what do you want?" you're practicing public relations. And, when you decide not
to have another beer because you don't want people to think you're a lush, you're
practicing public relations. The list goes on and on.
Any time you consciously act in a particular way in order to influence how someone
perceives you or thinks about you, you're practicing public relations.

Some people are better at it than others. Some are more comfortable doing it than
others. Some are completely honest and self-reflective in how they act; others try to
project a false or unreal image of who/what they are.
Of course, you may not call such efforts to relate to other people public relations. -Most people don't. They're more likely to call it interpersonal relations, interpersonal
communication, or winning friends and influencing people. -- What you call it isn't
critical as long as you understand that even these rudimentary attempts at enhancing a
one-to-one interpersonal relationship with another person are the essence of public
relations.
ORGANIZATIONS DO PUBLIC RELATIONS ON A BROADER SCALE.
Organizations have the same basic need to interact and establish relationships with
others that individuals do. As described by Todd Hunt and James Grunig in Public
Relations Techniques, "Organizations, like people, must communicate with others
because they do not exist alone in the world. (They) must use communication to
coordinate their behavior with people who affect them and are affected by them."
Their size and complexity, however, generally require them to have somewhat different
relationships than individuals. Instead of person-to-person relationships, they rely on a
combination
of
organization-to-individual
relationships,
organization-to-group
relationships, and organization-to-organization relationships.
When a Hy Vee or Kroger grocery store promises "A smile in every aisle." or Wal-Mart
hires greeters to welcome shoppers, they're practicing public relations. When
Wrigley's Gum sends its stockholders a case of gum as a Christmas present or General
Motors offers its employees special discounts on GM cars, they're practicing public
relations. When NASA makes photos taken with the Hubble Telescope available on-line
or Big Boy Restaurants distribute game schedules for local athletic teams, they're
practicing public relations. Other examples include the American Heart Association
doing free blood pressure screenings in shopping malls, Better Homes & Gardens
magazine establishing a foundation to raise money for the homeless, dairy companies
printing photos of missing children on milk cartons, Macy's sponsoring a Thanksgiving
parade, and hundreds of different companies sponsoring the Olympics. This list also
goes on and on.
ACTIVITIES OF PUBLIC RELATIONS
a. Monitoring the media daily and try to identify and differentiate geniality from
prejudice.
Try to develop your speaking skill and try to make friendships with at least three
people in a day.
b. Observing the Public Relations activities carried out in your organization and
prepare a list of internal as well as external public that needs follow up to disabuse
their perception or your organization from any preconception.

TARGET AUDIENCE FOR PR:
The target audience is a segment of the large audience identified for aiming or
targeting the messages or programmes in mass communication. To fulfil the need of the
target audience is one of the most important aspects of an organization.
A fundamental technique used in public relations is to identify the target audience and
to tailor the message to appeal to the audience. It can be a general, nationwide or
worldwide audience, but it is more often a segment of a population. PR firms cater to a
very broad range of audiences on a daily basis. A PR cell needs to communicate with
many different groups of people. It is necessary to choose the strategy and media to
reach them effectively.
There are certain categories of the publics for any broad PR programme
a. The community – People around the organization or its location
b. Opinion leaders - People who command and influence the publics such as the
politicians, bureaucrats, social workers, etc;
c. The Media - The press, television, radio, etc.
d. The Employees-The people who work for the organization, from the top
management to the lower cadres;
e. The Suppliers – The person who supplies different required materials,
f. The Customer and users- Present, past and future;
g. The Traders - Distributors, wholesalers, agents, etc.; and
h. The Financial contacts - Bankers, shareholders, investors, brokers etc.
Remember that the Targeted audiences are the publics of your Public Relations.
CORPORATE SOCIAL RESPONSIBILITY (CSR)
Corporate social responsibility (CSR) is a concept whereby organizations consider the
interests of society by taking responsibility for the impact of their activities on
customers, suppliers, employees, shareholders, communities and other stakeholders, as
well as the environment. It is also called corporate responsibility, corporate citizenship,
responsible business and corporate social opportunity. It is the acknowledgement by
companies or organizations that they should be accountable not only for their financial
performance, but also for the impact of their activities on society and/or the
environment. Discussions surrounding the concept are still at an evolutionary stage,
although the principles of CSR have long been a part of business strategy. This
obligation is seen to extend beyond the statutory obligation to comply with legislation
and sees the organizations voluntarily taking further steps to improve the quality of
life for the employees and their families as well as for the local community and the
society at large. Corporate Social Responsibility is practiced when an organization
constructs water bore hole and health care centre for its host community to impact of
the lives of citizens.

CONCLUSION
What is the alternative to becoming public relations-conscious today? Ideally, it would
be to work for a smaller, simpler society. However, such societies are not without their
hates, fears and tensions, albeit on a smaller scale and at a slower pace. Like it or not,
public relations is a development of our contemporary culture. It's the way those who
depend on wide-spread favorable acceptance by others operate in an age when face-toface relationships are minimized.
The public relations-conscious organization has to study itself constantly to ask, "Am I
doing the right thing?" Good ethics may be a natural consequence of such inquiry. A
professional attitude may become predominant to the delight of the socially minded
ambassador.
PROBLEMS MILITATING AGAINST THE CORPORATE IMAGE OF FRSC
AIM
The aim of this study is to x-ray the factors that affect the good image of FRSC and
proffer solutions.
OBJECTIVES
At the end of this study, students are expected to know the following:
a. What is the corporate image of an organization.
b. The importance of good corporate image
c. Factors militating against the corporate image of FRSC.
d. Ways of enhancing the corporate image of FRSC.
INTRODUCTION
In business Dictionary (Wikipedia), Corporate Image is defined as “the mental picture
that springs up at the mention of a firm’s name, or “the composite psychological
impression that continually changes with the firm’s circumstances, media coverage,
performance, pronouncement etc similar to the firm’s reputation and goodwill”.
Corporate image therefore is the manner in which a company, its activities, products or
services are perceived by outsiders.
NOTE: It is a public perception of a firm which may not necessarily be a reflection of
its actual state.
Recognizing the above, corporate organizations use all the tools at their disposal to
create a positive corporate image. They employ various techniques to improve their
desirability and relevance. As a corporate entity, on organization is what people think it
is.
HOW TO DEVELOP A GOOD CORPORATE IMAGE
In Strategic Marketing and Public Relation, Marken communication writes “CORPORATE
IMAGE: we all have one, but few work to protect, project it.”

Corporate image is protected, by developing a good organizational polices rather than
controlling the damage done by bad company polices.
For a good image therefore, an organizations should be based on:
a. Substantive policies.
b. Insist on candor in all business dealings.
c. Uphold stakeholder’s right to know.
THE CORPORATE IMAGE OF FRSC
This refers to FRSC’s perception by the general public. It is people’s opinion which is
formed either by direct interaction, hearsay or media reports.
The corporate image of FRSC is influenced by the following:
Corporate Identity: It is the manner in which FRSC presents itself to the public. It
encompasses Corporate polices/ goals, Corporate Communication (Advertising, public
Relations, Information Management etc.) and Corporate behavior.
Service delivery: This is how Services are delivered to the public
Management Style: Management policies must fulfill the needs and aspirations of the
intended audience. Building a positive corporate image requires long term planning.
Management should clearly define the organization’s goal and put machinery in place
towards achieving it.
FACTORS MILITATING AGAINST THE CORPORATE IMAGE OF FRSC
POOR INFORMATION MANAGEMENT
The media public is very important to the corporate image of FRSC. The media include
the social media the electronic and the print. Timely and accurate information
dissemination promotes interaction and good understanding. It builds mutual trust and
confidence. However, FRSC does not make effective use all the available media
platforms to reach out to the public. Oftentimes good programs or innovations are not
well or timely communicated and FRSC is mostly perceived as insensitive to plight of
the public.
THE TENDENCY TO RESIST CHANGE
Human beings have the innate tendency to resist change. Some FRSC’s innovations are
greeted with strong oppositions by the motoring public because of man’s inclination to
maintain the status quo. For instance the introduction of the new number plate and
driver’s license was greeted with widespread protest and condemnation in spite of all
its benefits. However, FRSC, a word class and dynamic organization that strive towards
bringing novel ideas for the generality of the public is seen as an organization that
works against the interest of the public.
UNAVAILABILITY OF FUND
Due to meager resources, FRSC does not implement some projects or meet some
desired goals. Such shortcomings militate against FRSC ‘s image.

ACTIVITIES OF BAD ELEMENT IN THE CORPS
In spite of the uncompromising stand of FRSC regarding bribe taking, number plate and
driver’s licence racketeering, some staff continuously indulge in them, giving the Corps
bad publicity.
INCONSISTENT POLICIES
When some FRSC’s projects are not implemented to the later, it creates the impression
that FRSC is not consistent in its policies. For instance the helmet project is mostly
cited by the public as a failed project. Such perceptions dwindles the corporate image
of the Corps.
WAYS OF ENHANCING THE CORPORATE IMAGE OF FRSC
a. Ensure effective interaction with the public by ensuring stakeholders
participation.
b. Employ various strategies to reach out to the general public, such as social
media platforms, electronic and print media etc.
c. Maintain a dynamic website that contains the news and relevant information
about the Corps.
d. Insist on standard and excellence in service delivery.
CONCLUSION
Managers should recognize the importance of creating and maintaining a strong image
and also make their employees aware of it. Building a corporate image requires long
term planning; therefore, managers should not limit its focus to the next few months,
but to put machinery in place to create impression that will last for years. An
organization is what people think it is. Everything an organization is, says and does is a
component of its corporate image hence the need to coordinate every channel of
communication to build its image.
ACHIEVING PEAK PERFORMANCE IN MEDIA RELATIONS AND PR PRACTICE
INTRODUCTION
The world of business is characterized by fierce competition and in order to win new
customers and retain the existing ones, organizations have to distinguish themselves
from the competition but they also need to create and maintain a positive public image.
Public Relations (PR) helps to create and maintain a good reputation among both the
media and the customers by communicating on their behalf and presenting their
products, services and the overall operation in the best light possible. A positive public
image helps create a strong relationship with the customers which in turn increase the
sales margin of every organization.
Public Relations (PR) is the way organizations, companies and individuals communicate
with the public and media. A PR specialist communicates with the target audience

directly or indirectly through media with an aim to create and maintain a positive image
and create a strong relationship with the audience. Examples include press releases,
newsletters, public appearances, etc. as well as utilization of the World Wide Web
(www).
The Public Relations Society of America defines public relations as “a strategic
communication process that builds mutually beneficial relationships between
organizations and their publics.” In this sense, “publics” could be defined as
stakeholders such as customers, prospects, competitors, community members,
employees, etc. It encompasses anyone who interacts with or is impacted by the
organization on any level.
Media Relations however is an aspect of public relations and is used to describe
activities that involve liaising directly with the people responsible for producing the
news and features in the mass media. The terms Media Relations (MR) and Public
Relations (PR) are not interchangeable as media relations focuses solely on the
relationship between the company and the media by using different media outlets and
coverage to tell the company’s story, rather than directly engaging with the publics and
key stakeholders. Every company’s corporate communication, media relations and public
relations department are responsible for managing its relationships with the media and
public at large.
In order to achieve maximum performance in public relations practice, PR practitioners
must implement the tools and activities that suit their organisations needs and
objectives. Possible reasons an organization may reach out to the media/public are:
a. Launch of a new product/service
b. Initiation of new factories/offices
c. Financial results
d. Organization sponsored events or awards
e. Launch of organization promotional campaigns
f. Recent disasters, strikes or organizational closures
g. Awards/accolades for the company
h. Visits from company dignitaries/celebrities
i. Involvement in local/community activities
j. Community Engagement
AIM OF PUBLIC RELATIONS PRACTICE
An organisation's most valuable asset is its reputation. Public relations activities
therefore aim at cultivating a strong, positive image of the organization among its
stakeholders. Effective public relations often depends on designing and implementing a
well-designed public relations plan. The plan often includes:
 Description of what you want to convey
 To whom (receiver of the message)
 How you plan to convey it
 Who is responsible to convey it?

 When you want to convey it
 How much money is budgeted to fund these activities?

OBJECTIVES OF PUBLIC RELATIONS
The main objectives of public relations are to create, maintain, and protect the
organization's reputation, enhance its prestige, and present a favorable image. Studies
have shown that consumers often base their purchase decisions on a company's
reputation, so public relations can have a definite impact on sales and revenue.
Another major public relations goal is to create good will for the organization. Public
relations may function to educate certain audiences about many things relevant to the
organization including the business in general, new legislation and how to use a
particular product, as well as to overcome misconceptions and prejudices.
Other objectives of public relations include:
Building Product Awareness – When introducing a new product or re-launching an
existing product, marketers can use a PR element that generates consumer attention
and awareness through media placements and special events.
Creating Interest – Whether a PR placement is a short product article or is included
with other products in “round up” article, stories in the media can help entice a
targeted audience to try the product. For example, around the holiday season, a special
holiday food may be promoted with PR through promotional releases sent to the food
media or through special events that sample the product.
Providing Information – PR can be used to provide customers with more in depth
information about products and services. Through articles, collateral materials,
newsletters and websites, PR delivers information to customers that can help them gain
understanding of the product.
Stimulating Demand – A positive article in a newspaper, on a TV news show or
mentioned on the Internet, often results in a discernable increase in product sales.
Reinforcing the Brand – In many companies the public relations function is also involved
with brand reinforcement by maintaining positive relationships with key audiences, and
thereby aiding in building a strong image. Today it is ever more important for companies
and brands to build a good image. A strong image helps the company build its business
and it can help the company in times of crises as well.
KEY PUBLIC RELATIONS TOOLS
Organizations have at their disposal several tools for carrying out public relations. The
key tools available for PR include:
 Media Relations
 Media Tours
 Newsletters
 Special Events
 Speaking Engagements

 Sponsorships
 Employee Relations
 Community Relations and Philanthropy

Activities aimed at maintaining a positive image for an organization include:
Market Monitoring: Monitoring public comment about a company and its products is
becoming increasingly important especially with the explosion of information channels
on the Internet. Today monitoring includes watching what is written and reported in
traditional print and broadcast media and also keeping an eye on discussions occurring
through various Internet outlets such as forums, chat-rooms, blogs and other public
messaging areas. Marketers must be prepared to respond quickly to erroneous
information and negative opinions about products as it can spin out of control very
quickly through the new technology channels. Failure to correct misinformation can be
devastating to a product or company’s reputation. It should be noted that specialized
monitoring services can be contracted to help companies keep track of “buzz” about the
company and its products.
Crisis Management: Marketers need to be prepared to respond quickly to negative
information about the company. When a problem with a product arises — in fact or
substantiated only by rumor — a marketer’s investment in a product and brand can be in
serious jeopardy. Today, with the prevalence of the Internet and wireless
communications, negative information can spread rapidly. Through monitoring marketers
can track the issues and respond in a timely fashion. To manage response effectively,
many companies have crises management plans in place that outline steps to take and
company spokespeople to speak on behalf of the company should an event occur.
CONCLUSION
Public Relations can be hard to measure, expensive to maintain and difficult to sustain.
So how do you select the right agency/strategy/campaign for your business objectives
and keep the stories coming? Public Relations deals with intangibles such as ideas and
words. Those ideas come to life through articles, influence spheres on social media,
blogs, broadcast media and digital information streams. A well-orchestrated Public
Relations campaign can be great for your image and enhance your overall marketing
efforts.
Conclusively, Public Relations as a two-way communication between an organization and
its public requires listening to the constituencies on which an organization depends as
well as analyzing and understanding the attitudes and behaviors of those audiences. PR
is about identifying the groups of people who matter to your organization and making
sure that they are onside, through effective engagement and creative two-way
communication.
The weapons in our PR armoury include persuasive copy writing, results-driven media
relations, engaging social media, successful award bid writing and proven experience in
the research and development of effective internal communications strategies. And

though prevention is the best cure, if the going does get tough, we can provide
effective crisis PR support.

FRSC OFFICERS AS PUBLIC RELATIONS PRACITIONERS
Road usage has increasingly become a tasking experience in Nigeria especially with the
presence of various categories of road users : pedestrians, cart pushers motorcyclists,
motorists and articulated vehicles utilizing the same space (road) to move from one
location to another. In the face of this scenario, there are cases of collision among
these road users which often results to injuries possible deaths. The major purpose of
public education is to instigate consciousness on the people in order to achieve
attitudinal change and transformation. Kant (2006:15) defines it as “a process by which
men participate collectively in order to acquire knowledge or new ideas concerning a
concept”. He posited further that it is a process in which people participate as
voluntary actors to achieve a transformation in attitude, beliefs and values. The
primary objective of public education in this context is to teach, inform, and reach out
to the citizens on certain issues of interest. The cardinal purpose is education and
enlightenment. According to Achic (2008:28) education is the imparting and acquiring
of knowledge through teaching and learning at a school or similar institution, while
enlightenment is a process by which a person begins to learn from the known to
unknown. This underscores why the Federal Road Safety Corps; as the nation’s lead
agency on road safety management and traffic administration embraces public
education as one of its core values towards achieving attitudinal change among road
users in the country. This is further justified by Section 3(c) of the FRSC
Establishment Act, 2007 which outlines the numerous statutory functions of the Corps
to include “ to educate drivers, motorists and other members of the public generally on
the proper use of the highway”.
Public Relations has been described in different ways by different persons and schools
of thought and many more are still defining or describing Public Relations in their own
ways. The good thing however is that the concept of public relations remains the same.
I will like to describe Public Relations as a planned and continuous communication
programme which is designed to build and sustain mutual understanding and cordial
relationship between an organization and its publics. It involves planning, budgeting,
action and communication, evaluation of strategies and interpretation of trends to
advise management on appropriate actions to be taken in the face of similar situations.
Public Relations process does not take place b accident but deliberately planned and
worked towards achieving set goals.
The thrust of this presentation is to identify the role of FRSC officers as Public
Relations practitioners. An attempt will also be made to create an incident and strive
towards outlining how an FRSC officer will utilize PR strategies to resolve such crisis.
, let’s take this scenario as a case study; A situation where it was alleged that an FRSC
patrol vehicle killed. Meanwhile, the 30 year old Okada rider rammed into a stationary
FRSC patrol vehicle while trying to avoid a speeding truck. He was rushed to the

nearest hospital where he was confirmed dead due to the head injuries he sustained
during the crash but not without bystanders taking snap shots of the Okada rider being
taken into the FRSC vehicle. The deceased was an indigene of the FRSC host community
and his death sparked massive protests. This sad incident was published massively by
five newspaper dailies.
The following steps can be employed to remedy the situation
We will use an FRSC Unit Command as a case study.
i.

When such incident occurs, the patrol vehicle should quickly return to base, and
the team leader in company of his team, should brief the Unit Commander on
what happened and the true circumstances that led to the incident.

iii.

The UC should quickly get in touch with the nearest Police or Army unit and
request for armed personnel to maintain security within the office complex.

iv.

UC then informs the Sector Commander who should make arrangements to visit
the Unit Command or send his SHOOPS.

v.

The SC, UC in company of Armed Police Men should visit the traditional head of
the Community who will then lead the team to the deceased family house.

vi.

The SC on behalf of the Corps, should engage the family in amicable settlement
of the incident, and express COMACE heartfelt sympathy to the deceased
family.

vii.

Before embarking on the family visit COMACE should have been informed via
the ZCO, and further directives as per the visit should have been approval by
COMACE.

viii.

The letter being sent to COMACE shall comprise of his approval for FRSC to
bear the cost of the burial, and employ one or two persons from the dead man’s
family.

ix.

This should be communicated to the family on the visit, if approved by the
COMACE.

x.

Having successfully visited the deceased family, the Sector or Zonal PE officer
shall send a press release to the media, informing them of the amicable
settlement of the incident.

xi.

Having successfully settled the crisis the UC shall direct for an internal
investigation of how the incident occurred and forward the report to COMACE
via SC and ZCO. COMACE may then wish to direct for further actions against
indicted persons, if any.On the same day, the Unit Commander is expected to

explore all available platforms to liaise with Media houses and media
correspondents covering the FRSC activities. The essence of this measure is to
forestall any negative media report on the same issue especially in view of the
era of social media when everybody is eager to take pictures of incidents and
post on the web.
xii.

In the same vein, the Unit Commander should engage the media to explain the
Corps’ side of the story. He should reach out to the Chairman and other
executive members of the Okada Union to build bridges of harmony while
efforts should be made to give updates to the Sector Commander and seek
permission to address a press conference alongside the Chairman of the Okada
Union as part of measures to correct some misconceptions especially on the
misleading headlines in the newspapers: “ FRSC vehicles Crushes Okada Rider to
Death”, “Speeding FRSC Vehicle Kills Okada Rider” and “ Protest in Nsukka as
FRSC Vehicle Crushes Okada Rider”. The Unit Commander should also provide
the platform for the Chairman of Okada Union to speak to the Media as this will
further build credibility for the Corps on this crisis.

xiii.

On the flip side, the Unit Commander should also arrange for a visit to
traditional rulers and other opinion leaders in the community to further douse
the tension which the issue generated and has to a large extent, affected the
Corps’ patrol activities in the area. Further steps should be taken to organize a
town hall meeting involving the traditional rulers, opinion leaders, Councilor,
youths and other relevant stakeholders. The Unit Commander will use this plank
to do more clarifications while the traditional ruler will corroborate the Unit
Commander’s explanations.

GOODWILL: This term is another critical component of what an FRSC officer should
build over the years and which can act as catalyst towards resolving emerging trends
(crisis). Goodwill refers to when a Commanding officer builds and sustains a harmonious
relationship with all stakeholders of the Corps, nurtures this and utilizes same
effectively to address any issue bordering of the FRSC within his area of jurisdiction.
CONCLUSION: As earlier stated, conflict is an inevitable aspect of human coexistence and proactive measures should be put in place at every point in time to
address conflicts as they emanate. It is also instructive to state that efforts should
be made to possibly reduce or avoid issues that lead to conflicts in every organization
and society. It is also expected for every officer of the Corps to strive towards
building goodwill and to harness same properly in the interest of the Corps.
WHAT SHOULD BE DONE WHEN A NEGATIVE INCIDENT OCCURS
INTRODUCTION: Conflict is inevitable in all human endeavors, but it doesn’t have to
bring down the morale or affect the productivity of staff. Whenever crisis occurs,
adequate efforts should be made to resolve it amicably without necessarily escalating

the crisis. As a public-facing government agency, the Federal Road Safety Corps has to
contend with issues emanating from operational, public enlightenment and general
administrative matters in the form of crisis which require attention to seek points of
resolution between and among parties.
CONCLUSION: As earlier stated, conflict is an inevitable aspect of human coexistence and proactive measures should be put in place at every point in time to
address conflicts as they emanate. It is also instructive to state that efforts should
be made to possibly reduce or avoid issues that lead to conflicts in every organization
and society.
At this juncture, it instructive to apply the same strategy as undertaken by the Unit
Commander as cited above to address the crisis which resulted from the death of the
Okada rider.
PR EQUATION
PR Metrics: How to Measure Public Relations and Corporate Communication
Background
Globally, for public and private sectors, accountability and measurability are key
principles of management. Interestingly and effectively, measurement and evaluation
need to be more than subjective and informal. To achieve this stand objective and
thorough methods are required to deliver credible proof of results and Return on
Investment (ROI) to management, shareholders and other key stakeholders.
MANAGEMENT PRACTICE AND TECHNIQUES
Public relations and corporate communicators operate management practices and
techniques such as:





Key Performance Indicators (KPIs) and Key Results Areas (KRAs);
Benchmarking;
Balanced Score Card; and
Other systems of tracking key ‘metrics’ to evaluate activities.

Planned research are the basic principles for PRO and other Corporate campaign
communication. This is used to drive in truthful conclusion and recommendations.
According to Jim Macnamara (2002:1), research before a communication campaign or
activity to inform planning, is termed Formative research, while research to measure
effectiveness is termed evaluative research. Evaluative research was originally viewed
to be conducted after a communication campaign or activity.
Jim, M (2002:1) In his book, ‘’PR Metrics: How to Measure Public Relations and
Corporate Communication’’ said the best Practice indicates that, measurement and

evaluationshould begin early and occur throughout communication projects and
programs as a continuousprocess. He further said that, ‘’ undertaken this way,
formative and evaluative research inter-relate and merge’’.
New Zealand public relations manual, (Chapter 5, pp. 100-134). As quoted by Jim M
Sydney: Tymson defined Formativeresearch, in simple terms, it involves ‘’measuring precampaign levels of awareness, attitudes,perceptions and audience needs. Hence the
term ‘measurement’ should be understood to includeresearch for both planning.
This implies that for effective PR activities, planning, research and evolution are keys
elements of PR. Public Relations is defined as an art or science of analysing trend,
counselling organization leaders, implementing planned programme of action to serve
both the organization and its public. Hence, PR activities can mar or make an
organization.
BEST PRACTICE METHODOLOGIES AND APPROACHES.
Let us take some times to revisits what some scholars said should be PR.
The detail review of academic and industry studies worldwide shows growing
recognition of the need for research and evaluation, but slow intake by practitioners.
In 1983, Jim Grunig ( 1983) said: “Although considerable lip service is paid to the
importance of program evaluation in public relations, the rhetorical line is much more
enthusiastic than actual utilization”. He added: I have begun to feel more and more like
a fundamentalist minister railing against sin; the difference being that I have rallied
for evaluation in public relations practice. Just as everyone is against sin, so most
public relations people I talk to are for evaluation. People keep on sinning ... and PR
people continue not to do evaluation research.
A study by Lloyd Kirban in 1983 (as cited in Pavlik, 1987, p. 65) among Public Relations
Society of America (PRSA) members in the Chicago chapter found that more than half
the practitioners expressed a “fear of being Measured”
In Managing Public Relations, Jim Grunig and Todd Hunt (1984: 77), commented: The
majority of practitioners ... still prefer to ‘fly by the seat of their pants’ and use
intuition rather than intellectual procedures to solve public relations problems.
A Syracuse University study conducted by public relations educator, Judy Van Slyke,
compared public relations to Jerome Ravetz’s ‘model of an immature and ineffective
science’ and concluded that public relations fits the model. (Pavlik, 1987, p. 77)
James Bissland found in a 1986 study of public relations that, while the amount of
evaluation has increased, the quality of research has been slow to improve (as cited in
Pavlik, 1987, p. 68). In his book on PR research, Public Relations – What Research Tell

Us, John Pavlik (1987) commented that “measuring the effectiveness of PR has proved
almost as elusive as finding the Holy Grail” (p. 65).
A landmark 1988 study developed by Walter Lindenmann (Ketchum Nationwide Survey
on Public Relations Research, Measurement and Evaluation) surveyed 945 practitioners
in the US and concluded that “most public relations research was casual and informal,
rather than scientific and precise” and that “most public relations research today is
done by individuals trained in publicrelations rather than by individuals trained as
researchers.
But report has shown that the usage of research in public relations has increased since
1994, but looking at the problems organizations in Nigeria are facing, one is in doubt
and will say that, PR practitioners still implement programs and activities with totally
inadequate research to objectively inform strategies and evaluate results.
THE REASONS
a.. Outputs versus outcomes
The first is a fundamental issue of definition and understanding of the function of
public relations and communication. Communication is an outcome –not an output or
series of outputs. Communication is achieved when an audience receives, understands,
retains and acts on information in some way. News releases, newsletters,
Brochures and other information materials put out are a means to an end.
Communication is what was said and causes an effect, and not the volume of what was
sent out. So, to some PR the effects are majorly their concerned when more emphasis
is made on what to put out and how to put it out. (NEWS)
Best Practice of PR and corporate communication is about two-way asymmetric or
symmetric communication to persuade audiences (eg. to change an attitude, buy a
product or service, get fit, etc), or to build relationships. Noble and Watson (1999:2)
note that “The dominant paradigm of practice is the equation of public relations with
persuasion ” More recently, Grunig (2000) and Grunig and Hon (1999), as noted in say
that relationships are a longer lasting beneficial outcome of effective public relations.
W. J. McGuire (1984) in Handbook of Social Psychology listed six stages of persuasion
as follows:







Presentation
Attention
Comprehension
Acceptance
Retention and
Action

Many PR and corporate communication practitioners still subscribe to an outdated
‘injection’ or ‘transmission’ concept of communication based on Shannon and Weaver’s
(1949) model which suggested that messages could be transferred via a media into an
audience and assumed that the audience would decodemessages with the same meanings
that were encoded. Shannon and Weaver believe that, media has a greater effect of
changing people mind at all cost but some year later research revealed that audiences
interpret messages in different way, often resist messages, forget them, or hear them
and ignore them.
Research into usage of new interactive communication technologies such as Web sites,
‘chat rooms’ and online forums reveals this preoccupation with putting out information
is not abating despite increasing education of practitioners.
This obsession with outputs and lack of recognition of the need to achieve outcomes is
a major barrier to PR and corporate communication implementing effective
measurement and a major barrier to entering the boardroom or strategic management
teams. Management primarily associates results with outcomes.
Executives are generally not interested in how much work you have done; they want to
Know the outcomes – particularly outcomes related to key corporate or organizational
objectives.
PR and corporate communication have to achieve and measure outcomes. Outputs, while
Important day to day productions and processes are a means to an end. Management
Associates results with and perceives value in outcomes.
b. SMART Objectives
A second major factor affecting the ability of PR and corporate communication
practitioners to measure outcomes and a factor underlying the perceived value, or lack
of value, of PR in organisations, is an objective.
PR and corporate communication objectives are very often not SMART objectives –
that is, they are not specific, measurable, achievable, relevant and timely. Many PR and
corporate communication programs have broad, vague and imprecise objectives which
are immeasurable even if a six-figure research budget is available. Plans too frequently
have stated objectives such as:






To increase awareness of a policy or program;
To successfully launch a product or service;
To improve employee morale;
To improve the image of a company or organization;
To build brand awareness or reputation.

Such objectives are open to wide interpretation – ie. they are not specific. What is a
successful launch? How much increase in awareness should you gain? You may generate
a lot of publicity for a launch and increase awareness by 10 per cent, but management

may be disappointed. They may have judged the launch in terms of advance orders
received and expected a 25 per cent increase in awareness.
Furthermore, these objectives are not specific to PR and corporate communication.
They are over-arching top-level objectives that are likely to be shared by advertising,
direct marketing, and possibly even HR and other departments. Even if they are
achieved, you will not be able to specifically identify the contribution of PR and
corporate communication. There is a saying: “Success has many fathers and mothers;
failure is an orphan”.
Many leading PR and communication academics point to lack of clear objectives as one
of the major stumbling blocks to measurement of PR and corporate communication.
Grunig and Hunt (1978:122) refer to “the typical set of ill-defined, unreasonable, and
immeasurable communication effects that public relations people generally state as
their objectives”
Pavlik (1987:20) comments: “PR campaigns, unlike their advertising counterparts, have
been plagued by vague, ambiguous objectives” while Wilcox, Ault and Agee (1998: 193)
say: “Before any public relations program can be properly evaluated, it is important to
have a clearly established set of measurable objectives” .
MICRO-MEASURING AND MACRO –MEASURING
An approach to break through this barrier is the concept of micro-measuringand
macro-measuring
Jim M (2004). Macro-measuring refers to measuring over-arching organizational
outcomes against desired objectives. Micro-measuring refers to the determination of
the results of specific communication activities such as events, product launches, media
publicity, analyst briefings, etc. While measurement at the macro level is ultimately the
most important, micro-measuring to establish the effects, if any, from specific
communication activities is important:
 To determine their success or otherwise and whether they should be continued,
discontinued or changed and
 To progressively track cumulative contributions to overall outcomes, as
communication is usually a long-term multi-faceted task.

PRINCIPLES OF GOOD MEDIA RELATIONS: FIVE BASIC PRINCIPLES
According to Deane Tynan, from the Australian PR and Communication Agency, Public
Relations is an interesting, ever-changing field. There are several relationships at play,
and opportunities seem endless. But, there are few tips to keep in mind if you are keen
on getting ahead in the land of PR and media communications. Whatever you do, don’t
drop the ball on your clients and your own reputation.
I’ve shared my Top 5 basic principles of PR below with you.
a. Know your client and their business.
There is nothing more embarrassing than being in a meeting with a potential client or
even an existing client and not knowing their business philosophies. Make sure you
research every part of their service, product, people and history inside out. There are
plenty of ways to do this nowadays, thanks to social media platforms such as Linked In,
Facebook and Instagram.
Find out whom they have partnered with, what kinds of events they have held (if any)
and get a feel for their style. You might stumble across something interesting (or
newsworthy) on the Internet, which may help to shape your conversation when you meet
with them.
Not only will this impress the client because it shows them that you’ve invested time
into educating yourself on their business offering, but it will allow you to provide more
thoughtful advice and appropriate ideas to suit their objectives.
b. Know your media contacts and their needs.
When speaking to a journalist, it’s important to address them by their first name with a
personally tailored email that matches the media outlet they report for. Let’s face it,
everyone is short on time and is trying to juggle a million tasks. Know what they are
looking for, know what their point of difference is and know how you can feed them the
right materials, at the time they need it.
Not many PRs take the time to investigate what opportunities lie in various publications,
and therefore, contact media randomly in the hope that they will hit the jackpot. We’ve
all been there, but most of us know that it doesn’t always end up with a positive
outcome. For example, a magazine may have a dedicated column named “Career Hacker”
that profiles people with unique, outstanding jobs, which may provide a different
approach for getting coverage on a client’s business owners. By tailoring this personal
approach from the beginning, it will prove to your media contacts that you’re genuinely
interested in developing a working relationship with them — ultimately, this is what all
good PR is about.
c. Know your target audience and their interests.
In PR, there are two separate audiences to keep in mind when we are developing a
strong pitch or story angle. The first is the media; the second is the consumer.

Whether a business is a restaurant, a florist or a fashion designer, the point of any
good PR is to highlight that connection between the client’s offering and the interests
of the public, with the media bringing the two together.
More often than not, the deliverables of PR consultants get mistaken for that of pure
advertising or pure editorial. Some people think that we create advertisements, while
others think we write feature stories. Both are wrong, but both right in some way. PR is
finding that perfect harmony between the two – matching key messages with an
interesting, relevant news angle.
d. Know your purpose and desired result.
It’s easy to become overwhelmed by the possibilities for your client, but often it is
better to know where your restraints might be. This realistic approach will help to put
parameters around how much time you spend on various activities. For instance, if you
know that your client is focused on finding new business leads, then devise a strategy
that helps them achieve this. On the other hand, if you know they value mainstream
media, but don’t care much for social media, make it a priority to chase the heavy
hitters – like TV and radio!
e. Know your pitch and respect if it won’t work.
When you are speaking to a media personality, whether they are a news reporter or an
advertising representative, you really only have one chance to grab their attention. A
helpful hint is to use a few catch phrases or key words that sum up your potential
storyline. It’s even more helpful to write some notes before your phone call, so that you
don’t lose track of your direction and stumble.
If, after carefully explaining your idea – in person, on the phone or via email – they are
not interested or don’t see a fit with their publication, don’t push it. Accept, and
politely move on. You may strike it lucky next time, but you don’t want to ruin your
chances. Remember, relationships come first.

HOW TO BUILD AND MAINTAIN FRSC CORPORATE IMAGE
In contemporary times, there is higher demand for organizations including the Federal
Road Safety Corps not only to operate responsibly but be seen to do so. By extension
modern organizations such as the FRSC are under intense pressure to be seen to be:
 Environmental friendly
 Politically correct in all utterances and policies
 Ethical in their operations
 Parade quality leadership and management
 Socially responsible in dispensing all its statutory range of services
 Motivating employees to drive superior service delivery
 Have regular controlled platforms (publications) to tell their stories.

WHAT IS IMAGE
Image or corporate image is a major part of what sells an organization, its products,
services and management. It is our picture in the eyes and minds of the public. That
includes how we see ourselves. It has been reasonably argued, and rightly so, in public
relations platforms that an organization’s image is amalgam of a variety of factors, the
total sum of which make people perceive the organization and its management in a
positive or negative form. Hence, the organization’s goals and objectives, its mode of
operations and the efficiency with which these are pursued or accomplished, the
recruitment and development of its workforce, the quality of its services, its selfmarketing strategies, its social responsibility etc., all contribute to the creating or
building of an image – positive or negative.
For the purpose of this paper, corporate image therefore, is the perception of the
people about an organization and how the organization perceives itself. It is the
perceived sum of the entire organization, its objectives and plans. It encompasses the
organization’s products, services, management style, communications strategies or
activities, and other public conducts. Let it be noted however, that image is most often,
subjective.
3 TYPES OF IMAGES
a. Wish image
b. Mirror image
c. Current or corporate
Wish image: this is the image desired by an Organization, it is often difficult to
achieve and sometimes elusive in our kind of operating environment. There are various
contending issues in the external environment which makes the achievement of the wish
image difficult. The attitude of the public, demeanors of personnel when not
supervised,, the literacy level of the Nigerian public, etc. are most times not enhancing
to the achievement of set or defined image.
Mirror image: this refers to the image which the management of an organization
believes to be the impression outsiders have of it. As a public institution, the FRSC
should no doubt, have a belief about what diverse publics perceive the Corps to be.
Again this may not be objective.
Current (corporate) image:just as the name implies, this refers to the current image
of an organization. The image of the Corps in the eyes and minds of the people.
Research has proved that the current image of an organization depends on how little on
how much people know about the organization and its activities at any given moment.
For instance, any impression members of the public form about the FRSC’s efforts to
reduce road crashes in the 3 months, is referred to as current image. It should be
noted that this current image can change as time progresses.

MANAGING FRSC’s CORPORATE IMAGE
This is a policy issue and management is exclusively responsible for it. In other words,
the first in this direction has to do with commitment of its top management or its
leadership. Hence this is in place, the subordinates will in same measures, follow the
lines drawn by the leadership cadre. Equally, and in response to the demand of this
“knowledge” or “information age” organizations should have their own publications to
tell their own stories, their own ways, at their chosen times and on their terms.
The first step in managing the Corps’ corporate image is monitoring references to the
Corps, through public engagement or social media and similar processes on search
results help to deliver a snapshot of current public opinion of the Corps, then a
campaign can be designed to address any problematic issue that have been revealed.
Reputation Management campaigns may be conducted to increase the visibility of
positive opinions or to decrease the visibility of negative opinions.
It is instructive to also state that managing the Corps’ reputation falls under the Corps
Public Education Office through tracking of daily media reports and analysis of reports
from the field commands about public perception of the Corps’ policy formulations and
implementations. Under normal circumstances, the Corps remains the conduit between
the Corps and its numerous publics. It also gauges public opinion and advices
management as appropriate, on actions to be taken to counter or address any negative
issue with negative consequences.
The way and manner the Corps reacts to issues bordering its activities, determines the
status of its reputation. When there is a bad press, the proper line of action should be
to understand the crux of the matter and with some research and findings, appropriate
communication content is designed and disseminated effectively to attract public
understanding and support on a given issue.

Conclusion
Nevertheless, it must be stated that preservation of the Corps’ reputation is a
collective responsibility of every staff. Patrol teams should exhibit high level of
comportment when dealing with motorists as an elite Organization, our patrol teams
should not be seen wielding sticks and woods while on their patrol beats.
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REVIEW OF THE FRSC REGULATIONS ON MAINTENANCE OF DISCIPLINE,
2013
INTRODUCTION
It is a universal truism that no society or organization can thrive in peace and harmony
without a set of norms, regulations, rules and values. FRSC as an agency of government
was established vide the FRSC (Establishment) Act, 2007 with specific functions to
oversee the effective management of road traffic and other related matters. If FRSC
is to successfully perform its mandate, it is important that its workforce must be
guided by a set of norms, rules and regulations for acceptable minimum standards of
behaviour. Hence, the making of the FRSC Regulations on Maintenance of Discipline
pursuant to section 5(e) of the FRSC (Establishment) Act, 2007.
AIM
The aim of this lecture is to enable participants conduct analytical and strategic review
of the FRSC Regulations on Maintenance of Discipline, 2013.
OBJECTIVES
At the end of the lecture, participants should be able to:
1.
2.
3.
4.

Explain the essence of discipline in the public service.
Identifying types of misconducts and punishments in FRSC.
Be able explain disciplinary procedures in FRSC.
Identify the challenges involved in the implementation of the Disciplinary
Regulations and proffer possible solutions.

DISCIPLINE IN RELATION TO PUBLIC SERVICE
Discipline in relation to public service connotes a system by which, orderly operation
and control of personnel are maintained for the effective management of the
establishment concerned. From the above, it is clear that the word discipline
encompasses not only the requirement of keeping up an acceptable standard of
behaviour in accordance with rules and regulations as are present in all organizations
like FRSC, but also includes sanctions by way of punishment which would be visited on a
defaulter.
Disciplinary action against a staff therefore, results from the breach of any of the
various provisions regulating the operation of a particular organization, which are
punished by the rules of an organization or establishment.

DISCIPLINE IN FRSC
Discipline in FRSC like any other paramilitary organization is taken as core value and
any contrary act of a member of the Corps should ordinarily not be swept under the
carpet. It is in pursuit of this, that Section 5(e) of the FRSC (Establishment) Act,
2007, empowers the Commission to make regulations for the maintenance of Discipline
of its members. Therefore, the FRSC Regulations on Maintenance of Discipline came
into being through the implementation of Section 5(e) of the Act (supra).
FRSC REGULATIONS ON MAINTANANCE OF DISCIPLINE, 2013
The current FRSC Regulations on Maintenance of Discipline 2013 came into force on
the 23rd day of April, 2013, after the former Regulations had been repealed and the
latter ratified and accepted as an instrument of enforcing discipline in the Corps by
the Management.
The Regulations stipulates various misconducts, punishments and/or penalties and
disciplinary procedure to be adopted in dispensing with misconducts by members of the
Corps. The FRSC Regulations on Maintenance of Discipline, 2013 is divided into five (5)
parts with seven schedules.
PART I
This part of the Regulations on Maintenance of Discipline is the introductory part,
which deals with issues like repeals, citation, persons to whom the Regulations apply,
and interpretation of terms used in the Regulations. It should be noted that the
Regulations are only binding on members of the Corps.
PART II
This part specifically creates misconducts (which could be acts or omissions), and
specifies the various punishments for the misconducts.
THE NATURE OF MISCONDUCTS UNDER THE REGULATIONS
A feature of the Regulations is the creation of misconducts and punishments, with a
view to impacting on the Corps members the required discipline, for the
accomplishment of their assigned roles and the functions of the Corps as a body. It
should be noted however, that the exigencies of Para-Military requirements also compel
the absorption of certain offences enunciated under the Criminal and Penal Codes of
Nigeria, respectively.
Acts and omissions which are referred to as offences under the Regulations are
service connected. Though they are also civil or criminal in nature, it is pertinent to
note that the substance of criminal offences are not subject to final or conclusive

determination by FRSC Disciplinary Panel (FDP), because, while the conduct of a staff
with regard to any of the criminal offences, such as rape, may be investigated by FRSC
Disciplinary Panel, the substance of such cases are referred to courts of law, which
have the power to determine the fate of anyone who commits any of such criminal
offences. It is in line with this principle, that a staff who has undergone an
investigation for a criminal case under FRSC Disciplinary Panel and has been found
culpable, is placed on interdiction, (which is half salary), until the final determination of
the case by a conventional court of law.
The basis of the Regulations therefore, is simply to instil discipline among the staff of
the Corps.
In the context of the above analysis, misconduct under the FRSC Regulations, may be
defined as an act or omission of a member of the Corps or any person subject to FRSC
Regulations, against the Corps discipline or the general laws of the land to the extent
that justifies the intervention of the Corps machinery of justice or discipline. In other
words, as members of the Corps we are supposed to act in consonance with standard
guidelines, regulations of the Corps as well as the Laws of Nigeria. Any act or omission
to the contrary is a misconduct which attracts sanctions under the Disciplinary
Regulations or general law of the Land.
TYPES OF MISCONDUCT

n.

The misconducts for which a member of the Corps may be investigated, are enunciated
in Regulations 4-47 of the Regulations and are broadly categorized as follows:a. Misconduct relating to duty: Regulations 4 - 11
b. Misconduct relating to information and qualification: Regulations 12 - 15
c. Misconduct relating to borrowing and debt: Regulation 16
d. Misconduct relating to employment and petition: Regulations 17-18
e. Other Misconducts and Gross misconduct: Regulations 19 - 37
f. Misconduct relating to Special Marshal/Road Safety Club: Regulation 38
g. Misconduct relating to property: Regulation 39 - 40
h. Misconduct relating to firearm/ammunition: 41
i.
Misconduct relating to testifying before FRSC disciplinary panel: Regulation 42
j. Continuous misconduct: Regulation 43
k. Misconduct relating to drivers licence processing centre: Regulation 44
l.
Misconduct relating to National Vehicle Identification Scheme: Regulation 45
m. Misconduct relating to duty room: Regulations 46
Misconduct relating to inter-cadre marriage: Regulations
47
PART III
TYPES OF PUNISHMENT
Regulations 48 to 49 prescribe punishments that may be given to members of the
Corps, for breach of any provision of the Regulations.

The punishments that can be given to an Officer of the Corps, who has been
investigated and found guilty of an offence, are listed in Regulation 48(1) as follows;
a.
b.
c.
d.
e.
f.
g.
h.
i.
j.
k.
l.

Dismissal from Service
Termination of Appointment
Reduction in Rank
Loss of Seniority
Major Entry
Minor Entry
Interdiction
Loss of Pay
Confinement
Extra Duty
Severe Reprimand
Reprimand

NOTE: notwithstanding the provision of section 48(1), an Officer of the rank of ARC
shall not be de-ranked, but awarded loss of seniority for one year instead.
Regulation 49 (1) prescribes the types of punishment that may be awarded to erring
Marshals, and they are basically the same as those prescribed for Officers, except
that, for Marshals the following punishments are also added:a.
b.
c.

Drill or Fatigue
Guardroom
Extra-Guard duty

NOTE also that notwithstanding the provisions of Regulation 49(1)(c) a marshal of the
rank of RMAIII shall not be awarded reduction in rank but awarded loss of seniority
for one year - Reg. 49(2). Marshal Inspectors shall not be awarded drill or fatigue –
Reg. 49(3)
PART IV
FRSC DISCIPLINARY PROCEDURE: REGULATIONS 50-63
This part of the Regulations deals with the steps and procedures prescribed to
discipline a defaulting member of the Corps summarily, as well as for investigation of
cases by an FRSC Disciplinary Panel.
The crux of this part is the procedure for the enforcement of the FRSC Regulations on
Maintenance of Discipline.
PROCEDURES FOR MAINTENANCE OF DISCIPLINE
Basically, there are two (2) types of procedures adopted in FRSC for enforcing
discipline on erring members. These are;

a. Summary Investigation
b. Investigation by FRSC Disciplinary Panel (FDP)
NOTE: there is no provision for Board of Enquiry in the New Regulations.
The above are the two alternative modes of investigation available to the Chairman of
the Commission, the Corps Marshal, Commanding Officers, Heads of Departments,
Corps Officers or a delegated authority and each of these has distinct procedures and
is also applicable in different situations.
SUMMARY INVESTIGATION (Regulations 55 – 58)
A summary investigation is a procedure whereby the authorizing or supervising officer
of a person suspected of having committed an offence under the Regulations, takes
immediate action to determine his culpability or otherwise. It is non-judicial in nature
and as such, strict legal procedures are not employed. Summary Investigations only
apply to Officers below the rank of ACC – Regulation 55(1). ACC and above shall be
investigated by an FDP for any misconduct committed.
INVESTIGATION BY FRSC DISCIPLINARY PANEL (Regulation 59-63)
This refers to a more detailed means of ascertaining the culpability or otherwise of a
person or persons, suspected of having violated the FRSC Regulations on Maintenance
of Discipline, through a panel convened and composed by an appropriate authority of
the Corps.
It is important to state here that in both procedures, before one is investigated, a
report should be made either orally or in writing to the appropriate authority, stating
that misconduct has been committed by a member of the Corps. Such report must
however, not be made out of malice or without good and sufficient reason, otherwise,
the person making the report would be culpable of a misconduct and liable to reduction
in rank if found culpable[Regulation 50(3)].
It should be noted further, that where the appropriate authority to whom a report of
misconduct is made is satisfied that there are no reasonable grounds to believe that a
misconduct (which the punishment is dismissal, termination of appointment, reduction in
rank or loss of seniority) has been committed under the regulations, he shall dismiss
the report, but if otherwise, it shall be referred to FDP for further investigation
which shall make recommendation to the Management [Regulation 51(5)].

APPROPRIATE DISCIPLINARY AUTHORITY (Regulation 58)
The appropriate authority, for the purpose of these regulations shall include;
a.
The Chairman of the Commission,
b.
The Corps Marshal and Chief Executive,
c.
Heads of Department (HOD),

d.
e.
f.
g.
i.
j.

Corps Officers,
Heads of Special Units,
Zonal Commanding Officers,(ZCO)
Sector Commanders (SC),
Unit Commanders (UC)
Or anybody so delegated by any of the above.

PROCEDURE FOR SUMMARY INVESTIGATION
21.
Where misconduct has been committed and a report has been made that
misconduct has been committed, the appropriate authority shall request the defaulter
to appear before him immediately and state the alleged offence to him, and request
that he makes his defence, immediately. If the defence put up by the defaulter is
unsatisfactory, the defaulter shall be found culpable and appropriate punishment shall
be recommended to the appropriate authority.
NOTE: that where an Officer or Senior Non-Commissioned Officer is being
investigated, the Summary Investigation Panel shall be constituted by an Officer not
lower in rank than an ACC and an Officer of an equivalent status with the defaulting
Officer or Senior Non-Commissioned Officer. [Regulation 56(1)]
Summary investigation proceedings shall be recorded verbatim in a summary
investigation register. [Regulation 57(1)(d)]
NOTE: that an officer of the rank of ACC and above shall not be investigated
summarily for offences committed by him or her.
For all offences where the punishment is dismissal, termination, reduction in rank or
loss of seniority, whether the person involved is an Officer or a Marshal, investigation
shall be by FDP.[Regulation 57(3)]
OBJECTIVE OF SUMMARY INVESTGATION
The objective of summary investigation is to speedily determine:a. Whether the alleged defaulter is culpable of the allegation levelled against him.
b. Dismissing the complaint if the allegation is unfounded, frivolous or
unmeritorious.
c. Recommend the appropriate punishment if the alleged defaulter is found
culpable.
PROCEDURE FOR INVESTIGATION BY THE FRSC DISCIPLINARY PANEL.
The abbreviation FDP means Federal Road Safety Commission Disciplinary Panel. An
FDP has jurisdiction to investigate all members of the Corps from the least Marshal to
Deputy Corps Marshal.

The first step to take during FDP investigation is to prepare a Convening Order, which
should be signed by the Convening officer who must be the appropriate authority or a
delegated authority. The convening order must contain amongst other things the name
of the convening officer, his position of authority, names of the members of the FDP,
name(s) of the defaulter(s), name(s) of witness(es), date and signature of the
Convening Officer, venue of the investigation, etc.
NOTE: there is no provision for a Judge Advocate and a Defence Counsel/Officer, but
the Legal Officer sitting in the FDP is a member and not just a guide. The defaulter is
expected to answer questions directly as they are being put to him.
Before a member is investigated for a misconduct, such member must be informed of
the allegation against him in writing, at least seventy two (72) hours to prepare his
defence. [Schedule 1(1) pursuant to Regulation 53]
On the day of investigation, the defaulter will be marched in before the FDP without
head-dress and belt. It is important to note that all FDP investigations must be
conducted within FRSC Office/formations or any other place approved by the
appropriate authority. [Schedule 1 (2) & (13) pursuant to Regulation 53]
If a defaulter is investigated for desertion, a registered summon would be sent to his
last known address, requesting him to appear within seven (7) days before the FDP and
answer questions on allegation of misconduct levelled against him. If he fails to appear,
he would be investigated in absentia by virtue of regulation 5 (b).
All misconducts relating to patrol activities shall be investigated at the National
Headquarters, Abuja, while all other misconducts shall be investigated in the Command
where the alleged misconduct took place. [Regulation 51(3)]
PROCEDURE FOR TAKING EVIDENCE BY FDP [Schedule 1(3) pursuant to
Regulation 53]
The following procedure shall apply when taking evidence before an FDP;
a. Examination in–Chief: This refers to the taking or giving of principal evidence in
respect of an alleged offence by the party that produced the witness.
b. Cross examination: is when the witness giving the evidence, is being examined by
the opposing party, to ascertain the truthfulness or otherwise of the evidence so
given.
c. Re-Examination: refers to further examination of the witness within the confines
of the evidence earlier given, to repair if necessary, any error made in the course
of cross examination, which may affect the witness’s case negatively.

COMPOSITION
The FRSC Disciplinary Panel shall consist of a Chairman, who shall not be below the rank
of a Chief Route Commander (CRC) and three other members of whom, one shall be a
Legal Officer from the Corps Legal Office in RSHQ and field Commands, respectively,
as the case may be. Also, one of the members shall be a Marshal, not below the rank of
Senior Marshal Inspector (SMI), where a Marshal is being investigated. See Regulation
59(1).
Eligibility to Serve As a Member of an FDP
It should be noted, that no member shall be eligible to serve in the Panel except, he is
subject to the FRSC Regulations on Maintenance of Discipline and has been in the
service of the Corps for a period not less than six months. [Regulation 60]
PART V
RETRIEVAL OF PROPERTY FROM TERMINATED AND DISMISSED STAFF
29. Regulation 64 provides, that any member of the Corps whose appointment is
terminated or who is dismissed from service or ceases to hold his office shall deliver to
the appropriate authority under whom he is serving the following;
a.
b.
c.
d.

Identity card;
Clothing;
Accoutrements and;
Other property of the Corps in his possession.

Where he fails to do so, he shall be arrested and handed over to the police for
prosecution and recovery of such properties of the Commission.
PREROGATIVE OF MERCY
What is prerogative of mercy? It is the special power to pardon a defaulter, despite
his being found culpable.
Under schedule 4, the Commission shall have the right of prerogative of Mercy in
respect of Officers and Marshals and this right shall be exercised upon the advice of
the Prerogative of Mercy Committee, which shall consist of:a.
b.
c.
d.
e.

The Corps Marshal and Chief Executive as the Chairman
A member of the Commission – member
The Head of Department of Admin and Human Resources – member
The Corps Legal Adviser – member
The Corps Secretary – member/Secretary.

ISSUES
The most likely and common issue to arise or had arisen from the enforcement of the
Regulations is the issue of fair hearing. When for example, due to unnecessary
adjournments at the instance of the defaulter, or where due to refusal by a defaulter
despite notice of investigation (in cases of AWOL and Desertion), the Panel decides to
proceed on the matter, it may be viewed that the defaulter was not given fair hearing.
However, it is important to note, that justice is not only for the accused, but a three
way traffic. That is, justice for the accused, the complainant and the public (which is
the watch dog), waiting for fair and just outcome of the matter.
Another issue of serious concern is the trial of defaulters nowadays under the old
Regulations which was repealed with effect from 23 rd April, 2013 on the coming into
effect of the FRSC Regulations on Maintenance of Discipline, 2013. It is respectfully
submitted that any such trial which had not commenced before the 23rd April, 2013 has
no legs to stand on in Law except there are provisions in the new Regulations which
preserve such offences and their trial under the new Regulations.
In the case of Obiuweubi V CBN (2011) 7 NWLR (Pt 1247) at 465, the Supreme Court
held that the law in force or existing at the time the cause of action arose governs the
determination of the suit while the law that is in force at the time of the trial based on
the course of action determines the jurisdiction of the Court.
COMACE has further directed that such investigations should stop and any such FDC
constituted under the present dispensation using the old Regulation be immediately
dissolved.
Also, the issue of posting a registered summons to the last known address of the
defaulter who is being investigated for desertion may give rise to some technical issues
such as what is considered to be a registered summons? Who is to register such
summons and where? The Regulations did not make provisions for these and as such
summons posted to the last known abode of a defaulter may be viewed as incompetent
on these grounds. I believe however, that adequate documentation of efforts to reach
the defaulter at his last known address would suffice.
The FRSC Regulations on Maintenance of Discipline, 2013 in Schedule 1 (16)(j) pursuant
to Regulation 53 provides that “after the taking of the evidence is concluded, the FDP
shall, if it considers the allegation and the evidence adduced not proven, record a
finding of not guilty but if it considers the allegation proven, it shall record a finding of
guilt. The issue now is can an Investigative Panel find a defaulter/suspect guilty? A
finding of “guilty” is a conclusive juristic action by a Panel, Tribunal or Court vested
with such powers. According to Black’s Law Dictionary (9 th Edition) the term “guilty”
connotes a fact or state of having committed a crime or being responsible for a crime
or tort. An Investigative Panel is to make recommendations based on its findings and
not make a pronouncements on the guilt or otherwise of the defaulter.

The Regulations is not clear on the issue of when and how the defaulter should be
informed of the FDP’s findings and recommendations. Should the recommendations of
the FDP be read there and then to the defaulter? Or should the defaulter be informed
in writing? When does the defaulter’s time of appeal start running?
The findings and recommendations of the FDP may be read out to the defaulter at the
end of the investigation or a written notification may also be given to the defaulter
informing him of the outcome of the investigation.
Schedule 3 states that “An appeal to the Commission/Corps Marshal & Chief Executive
by a dissatisfied member of the Corps must be made within 2 weeks of receipt of the
decision on the recommendation of the FDP.” It is opined here that the 2 weeks’ time
limit to appeal the recommendation of the FDP starts to count when the findings and
recommendations of the FDP is read to the defaulter or a letter notifying the
defaulter about the FDP findings and recommendations is given to the defaulter. There
must however be evidence that the defaulter was adequately notified about the
findings/recommendations of the FDP.
OTHER CHALLENGES IN THE IMPLEMENTATION OF THE REGULATIONS
There are certain challenges facing the implementation of the Regulations on
Maintenance of Discipline:
a. Nonchalant attitude of staff towards studying and understanding the Regulations.
b. Difficulty in convincing a non-staff to testify before an FDP, where the
investigation involves a non-staff.
c. Unnecessary adjournment of matters before an FDP, due to technicalities and
arguments among members of the FDP on issues arising from evidence proffered.
d. Non-adherence to legal opinion or advice proffered by a legal officer in the
course of FDP sittings.
e. Ignorance of the legal implication of not observing the rules of fair hearing, due
to quest by some Chairmen and members of FDP to find the alleged defaulter
guilty at all cost.
f. Non application of the prerogative of mercy on deserving staff.
g. Incomprehensive recording of proceedings of FDP and spelling errors, resulting in
embarrassment on the image of the Corps when such proceedings are tendered in
regular courts.
h. Officers lack the firmness to implement the Regulations i.e. due to compromises.
i. Failure of Chairmen of FDPs to assert their authority due to laziness, ignorance or
negligence.

THE WAY FORWARD
The following are suggested ways forward;
a. There is need to amend the current Regulations to make provision for staff to
compulsorily acquire, study and implement the provisions of the Regulations failing
which the staff will be sanctioned.
b. There is need for the President of an FDP to exercise authority and take
responsibility for the conduct of the FDP. Where a legal opinion is not well or
adequately canvassed by the Legal Officer, the President can discountenance such.
However, it is good to heed the professional and wise counsel of the Legal Officer, if
so thoroughly and dispassionately canvassed.
c. Adequate training and retraining of staff to make them to be vast in the context
and content of the Regulations.
d. There should be provision for incentive such as transport and welfare for non-staff
coming to testify before an FDP.
e. Staff who are invited to RSHQ for preliminary investigation and are cleared of
complicity should be paid per-diem and transport.
f. Reasonable care must be exercised in the appointment of the members of the FDP
with particular reference to the chairman and the secretary.
g. In line with the Supreme Court decision in Obiuweubi V CBN (supra) and Goldmark
Nig. Ltd & Ors V Ibafon Ltd & Ors (supra), any disciplinary case which was
commenced before the promulgation of 2013 Regulations can be allowed to continue
to conclusion, even after the new Regulations were made. However, any such
disciplinary matter, though committed pre-2013 but which disciplinary processes did
not commence until after 23rd April, 2013, can only be investigated under the
provisions of the 2013 Regulations, not the old regulations. In other words, trying
defaulters for offences committed pre-2013 under the old Regulations with a
Convening Order issued after 23rd April, 2013 would be ultra vires the FRSC and
such trial if challenged in the Regular Court would be declared null and void.
h. The defaulter should be informed promptly in writing of the findings and
recommendation of the FDP. This is because the FDP is an administrative panel set
up to investigate and not an adjudicatory Committee set up to try a defaulter.
Furthermore, the 14 days given for appeal should begin to count from the day the
defaulter receives the letter informing him of the outcome of the FDP.
i. A prototype letter informing the defaulter of the outcome of the FDP to be drafted
and included in the FRSC Regulations on Maintenance of Discipline.
CONCLUSION:
A disciplined Corps would no doubt be better positioned to deliver its mandate. The
ultimate result is positive public perception of the Corps as a disciplined peopleoriented world class organisation.
The paper took an appraisal of the FRSC Regulations on Maintenance of Discipline. The
future of discipline lies in change in attitude of members of the Corps, the adherence

to due process and continued education of all members of the Corps on the Regulations
on Maintenance of Discipline.
The Corps Legal Office, as part of efforts to educate staff, has been forwarding
fortnightly “Know Your Laws and Regulations” to Departments, Corps Offices and Field
Commands. It is expected that the publications be read by all staff and used during inhouse sessions from time to time to time

Thank you.

FRSC AND MOBILE COURT
INTRODUCTION:
In the discharge of lawful duties FRSC and its Operatives are most often times
inundated with litigation and accused of being the contravening officer, judge and
prosecutor of its own cause.
The arrest on reasonable suspicion of an offender upon violating a traffic law and
issuing a notice of offence without arraigning the offender before the court upon the
expiration period of an option to pay a prescribed fine is often viewed as a denial of a
basic fundamental right to fair hearing as guaranteed in S.36 of the constitution of the
Federal Republic of Nigeria 1999.
An offender feels secure when given an opportunity to advance a defence before a
neutral body i.e. a magistrate, as it guarantees his right to a fair hearing.
AIM
We aim at exposing and refocusing participants on provisions of the FRSC Act and
proper conduct as relates to:
a. Mobile Court Composition.
b. Arraignment of offenders.
c. Basic fundamental right offenders and FRSC operatives.
d. Conduct of mobile court sitting.
OBJECTIVES
At the end of this lecture participants should be able to state and understand the
relevant statutes and statutory provision as relates to the power to establish special or
mobile courts for the purpose of speedy trial of traffic offenders, identify
fundamental rights issues while carrying out lawful duty, composition of mobile courts,
mobilization and prosecution of offenders, supervision and report rendition.
COMPOSITION
A mobile court is properly constituted upon the appointment of a magistrate to preside
over cases brought before the tribunal. The prosecutor being an FRSC legal officer
prepares a charge in brief stating the offences committed by the traffic violator
which is read by a clerk of the court.
A mobile court is properly constituted and comprises of:
a.
b.
c.
d.

A presiding Magistrate
A prosecutor
Court clerk
Security e.g. Police or Paramilitary officer to ensure court orderliness.

POWER TO ESTABLISH MOBILE COURTS
The FRSC (Establishment) Act 2007 provides and vest power to establish mobile courts
in the chief judge of a state or the Federal Capital Territory Abuja.
S.8 of the FRSC Act 2007 states
“The chief judge of a state or the Federal Capital Territory Abuja shall
have power to establish special or mobile courts for the purpose of a
speedy trial of traffic offenders under this act”
For the purpose of enforcement and prosecution of traffic offences.
S.10 states:
“For the purpose of enforcing or prosecuting offences under his Act, the
Road Traffic Law of a state, the Federal Highway Act and any regulation
made under these laws shall apply to this Act”.
The import of the above section simply put is to the effect that for purposes of
enforcement and prosecution of offenders, the offences are not restricted to only
those offences stipulated on the Notice of offence sheet but other relevant traffic
laws.
S.11 of the Act further states.
…”Where no special penalty is provided in this Act, be liable on conviction
to a fine of N2,000 or to imprisonment for a term not more than three (3)
months in case of default of payment”.
NOTE:The offences must however be stated by the arresting officer to enable the
court determine the offence committed as the offender must be told the offence for
which he is being tried in a language he or she understands.
BASIC FUNDAMENTAL
OPERATIVES:

RIGHTS

OF

TRAFFIC

VIOLATORS

AND

FRSC

The right to a fair trial is absolute and cannot be limited. It requires a fair and public
hearing within a reasonable time by an independent and impartial tribunal established
by law such as a mobile court.
A mobile court is conducted in the open, it affords the court opportunity to notice
firsthand the traffic violators attitude, the violation, approach and conduct of FRSC
personnel while carrying out their duties, it can be likened to visiting the “Locus inquo”
(place where the violation occurred).
RIGHT TO FAIR HEARING:
(Section 36 Nigeria Constitution 1999) guarantees every citizen the right to a fair
hearing.

 The traffic violator must be given a real opportunity to present his or her case
or challenge the case against him.
 The court of tribunal must equally give reason for its judgment.
 The hearing must be held within a reasonable time, and what is reasonable
depends on the complexity of the case, its importance, the behavior of both the
applicant, authorities and length of time between the conduct in question. (i.e
when the offence was committed and when the trial takes place.
In the case of mobile court proceedings the trial is treated speedily where the
offender elect to a summary trial i.e pleading liable. The traffic offence is stated
briefly and the offender takes his plea of being “liable or not liable”.
Once the offender pleads liable he impliedly elects to a summary trial which once it’s
done a judgment is given. But where contentious issues are raised and the traffic
violator pleads “not liable”, the tribunal adjourns to a later date to address the issues
which will require defendants to prove elements of their defence.
There must be equality of arms between the parties, for example the defence has same
right to examine witnesses against them as the prosecution has and both parties have
the right to legal representation.
However the above scenario being painted above seldom occurs at FRSC mobile courts
for the simple fact that most traffic offences are latent and self-evident which
require little investigation to prove as long as the arresting officer carries out the
arrest based on the letters of the law. In other words traffic offences have the flavor
of being strict liability offences (The offences speak for themselves as its usually
evident or the vehicle).
RIGHT TO BE PRESUMED INNOCENT
S.36 of the Nigeria 1999 Constitution concerns the right of every person suspected of
having committed an offence to be presumed innocent until proven guilty according to
law. In carrying out FRSC duties of apprehending traffic violators, the above right
must be adhered to, even though the traffic offence is self-evident that presumption
must be preserved as only the tribunal has a right to pronounce the offender liable or
only when the offender himself accepts liability.
The traffic offender must be:
 The defendant (traffic offender) must be properly informed of the accusation
or offence against him or her in a language he or she understands.
 The Charge must be detailed and adequately precise.
The above provision guarantees a fair hearing to the traffic offender at a mobile court
trial.

RIGHT TO DIGNITY OF PERSON
The level of performance of any organization to a very large extent is predicated on
the behavior of the organization, the organizational behavior of its personnel
determines the achievement to be recorded by any organization. Therefore the major
importance of personal dignity and the interaction a person has with others, both in
private and public must be preserved.
A traffic violator must be given his due respect by being politely spoken to, shown
courtesy and use of minimum force where it is required. A typical mobile court exercise
is characterized with insults, show of animosity and violence from erring traffic
offenders resulting in altercations between offenders and FRSC operatives. The need
for FRSC personnel to resist or restrain themselves by respecting the rights of
personal dignity and to ensure effectiveness in the contra vention of offenders during,
mobile court exercises becomes “sine quo non”.
The above highlights are not exhaustive as regards fundamental rights issues
associated with mobile court exercises. These rights are equally applicable to FRSC
operatives, a breach must also be challenged while carrying out their official duties e.g.
Assaults on Marshals, Obstruction on duty etc.
MOBILIZATION AND PROSECUTION OF OFFENDERS:
Upon a date set for a mobile court exercise a patrol team shall proceed on a special
patrol to apprehend suspected traffic violators and brought instantly to face trial
before the presiding magistrate and a charge proffered against him or her.
S.4 of the FRSC Act 2007 provides:
“In the exercise of the functions conferred by this section members of
the Corps shall have power to arrest and prosecute persons reasonably
suspected of having committed any traffic offence”…
NOTE: In the discharge of the above function the offences are not restricted to
offences stipulated in the FRSC Act 2007.
S.10 of the Act states further:
“For the purpose of enforcing or prosecuting offences under this act, the
Road traffic laws of a state, Federal Highways Act and any regulations
made under these laws shall apply to this Act.
Upon mobilization of patrol teams and deployment of resources e.g. patrol vehicles,
motorbikes, tow truck and other relevant items. The patrol team set out to apprehend
suspected traffic offenders and brought instantly before the presiding magistrate, a
charge is proffered by the prosecutor and read to the hearing of the traffic violator;
upon a plea of “liable or not liable” the magistrate passes a judgment when a plea of
being “liable” is taken.

As it means the offender elects to a summary trial, on the plea of not “being
liable” and where contentious issues are raised a separate date is taken to enable the
defendant call witnesses and present a defence considering the limited to hear the
matter during the mobile court sitting.
NOTE: This scenario seldom present itself at mobile court exercises due to the self –
evident offences presented before the tribunal except where constitutional issues
centered on human right abuses are brought up based on conduct of FRSC personnel
while performing its duties, the need for a separate date may be required.
SUPERVISION:
To provide a check-and-balance and to check mate abuse of power by FRSC personnel,
or cases of violence and subversion of the law. Besides a patrol team these set of
officers are detailed to supervise the exercise.
a. A surveillance team: To check-mate abuse of power, bribe taking etc.
b. Intelligence gathering by the intelligence unit of the Corps before and after the
exercise to ensure security of lives and property.
c. Provost Unit to ensure discipline and court orderliness.
d. A rescue team – in case of accidents and medical personnel testing of drivers.
e. A public Enlightenment desk – For education of traffic offenders.
f. Other Security agencies, e.g. police, civil defence etc. to provide security in
case of mob or violent attacks.
REPORT RENDITION
At the end of a mobile court exercise a prompt summary report and a later detailed
report is necessary in order to evaluate the court activities and conduct of the
exercise.
SUMMARY REPORT
a. Total number of arraignment
b. Total number prosecuted
c. Total discharged
d. Total convicted
e. Date of the exercise
f. Prevalent offences
g. Fines realized.
A further detailed monthly report is required stating in precise detail, including the
above stated information such as:
a. Age of traffic offender
b. Sex
c. Route/location the exercise was conducted
d. Name of presiding Magistrate

e.
f.
g.
h.
i.
j.

Name of prosecutor
Drivers Licence Number (Issuing/Expiring date)
Date of arraignment
Qualification of driver
Phone number of driver
Address of Traffic Offender.
SEE SAMPLE CHARGE SHEET
IN THE MAGISTRATE COURT OF DELTA STATE OF NIGERIA
IN THE ASABA MAGISTERIAL DISTRICT
HOLDEN AT ASABA

FEDERAL ROAD SAFETY COMMISSION
VS
_____________________________________________________________
That you, aged ………………… M/F, on …………………..… 2015, along …………………………………………………
…………………………………………………… with vehicle Reg. No. …………………………………………….. in Asaba
Magisterial District at about ………………… Hours was arrested for _________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
________________
________________
(OFFENCE CODE)
PROSECUTOR
COURY:
DATE OF ARRAINGMENT
PRESIDING MAGISTRATE:
PROSECUTOR:
RULLING:
DL NO: ………………………………………………………… ISSUING DATE………………………………………
EXPIRYDATE
…………………………………….……………..
STATE
ISSUE………………………………………………………….
DATE
OF
1STISSUE……………..
QUALIFICATION…………. PHONE NO……………………………………

ADDRESS:……………………………………………………………………………………………………………………………………………
The importance of a report presented at the end of a mobile court exercise cannot be
overemphasized as it provides a guide to subsequent mobile court exercises and
planning of operations of the Corps in general. For example:
a.
b.
c.
d.
e.
f.

Prevalent offences recorded
Conduct of personnel
The deterrent/compliance level
Feedback and public opinion
Cases of human right abuses.
Collation of data etc.

CONCLUSION:
It is clear from the forgoing that the need to adhere to the constitutionally
guaranteed Fundamental Right of citizen while in the execution of your lawful duties is
imperative and one of the ways is the establishment of mobile courts for the speedy
trial of offenders while guaranteeing a fair trial and a right to a fair hearing, any
breach could lead to litigation against you and/or the FRSC, FRSC operatives must only
arrest on reasonable suspicion and must understand and interpret the offences as spelt
out in the FRSC extant laws to avoid any conflict. The mobile court apart from being a
tool or way of prosecuting offenders is equally a platform to enlighten and educate
licence drivers on our road.
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ALTERNATIVE DISPUTE RESOLUTION IN FRSC OPERATIONS
INTRODUCTION
Dispute is a product of social interactions occasioned by opposing ideas, beliefs,
opinions, feeling or wishes of members of a society. In FRSC, staff composition cuts
across ethnic, social, cultural, religious and academic divides which makes
misunderstanding and disagreements inevitable. Thus, it is pertinent to unravel the
dynamics of operational dispute to afford staff the knowledge and skill for prompt
management of dispute arising from their working environment.
As an organization that discharges function that have to do with the general public, the
Federal Road Safety Corps (FRSC) often run into disputes arising from
misunderstanding and impatience on the part of the motoring public. This is without
prejudice to the fact that within its internal Operations, FRSC staff sometimes has
cause to disagree on certain policy issues which are perceived to be unfavorable to
their career progression and conditions of service.
AIM
The aim of this presentation is to enable the participants know the inevitability of
dispute within their environment and as well equip them with the knowledge and skill for
harnessing dispute situation positively.
OBJECTIVES:
Participants at the end of this paper presentation should be able to:
a.
Explain the concept of Alternative Dispute Resolution (ADR)
b.
Enumerate the benefits of ADR in FRSC operations
c.
Identify the challenges associated with ADR
d.
Issues in ADR applications
e.
Substitutes to ADR
f.
CONCEPT OF ADR: it will be useful to begin by giving an insight on the concept of
Alternative Dispute Resolution.
The complex nature and characteristics of the human element makes it inevitable to
experience dispute of various dimensions.
Dispute Resolution is a process of bringing disputes to an end and returning from the
pathology of a dispute to a normal condition.
Alternative Dispute Resolution can simply be seen as the technique, practice or science
of managing, controlling and solving dispute. It is also the capacity to bring serious
disagreement or incompatibilities in opinions and principles under control. It is the
means of settling dispute without having to go through the court process or litigation.
It is a faster and more efficient means of resolving dispute between aggrieved parties.

IMPLEMENTATION, BENEFITS AND ACHIEVEMENTS SO FAR BY THE CORPS
Over the Years, the Corps has been inundated with dispute situations arising from its
operations and has taken giant strides in trying to put the situation under control.
Some of the identifiable measures and achievements so for recorded are:
a.

The Corps has adopted the Alternative Dispute Resolution (ADR) measure in
resolving disputes arising from its Patrol operations, contractual relationships
and even internal cases involving staff who have had cause to complain about
conditions of service as they affect their career advancement. Contentious
matters that would have gone to court have been resolved by this means, thus
saving the Corps money, time and energy. Thus in a matter involving FRSC and
the Young shall Grow Motors Ltd in the year 2010 where the transport company
lodged a complaint at the force Headquarters that FRSC wrongfully impounded
its bus after FRSC patrol operatives had smashed the windscreen and windows
of the said bus. They also reported that the goods and WayBill they were
conveying for some customers got missing in the process. After some meetings
at the Police Headquarters, the parties decided to meet at the FRSC
Headquarters to resolve the dispute amicably. As part of the terms of
settlement, FRSC conceded to releasing the impounded vehicle to the company
while the transport company in turn dropped all the allegations against FRSC.
Thus the court action that was threatened by the transport company was
dropped thereby saving both parties time, money and energy that would have
been expended in a long battle of litigation.
b.
In order to maintain discipline and proper conduct, the Corps has made
Regulations to regulate staff conduct, wherein punishments are prescribed for
acts of indiscipline ranging from interactions with members of the public to
relationships with fellow staff. This measure has been able to stem off disputes
both within the system and without.
c.
Furthermore, the enactment of laws and regulations, introduction of some
schemes such as the National Vehicle Driving School Standardization program,
the Road Transport Safety Standardization Scheme and the likes that
prescribe procedures and processes to be followed in ensuring a safer motoring
environment are all aimed at managing and possibly resolving disputes in the
operations of the Corps.
d.
Over the years, the Corps has put in place community friendly measures aimed
at enhancing its relationships with host communities in which its Commands and
formations are located. To a considerable extent, this has taken care of
disputes that could have possibly arisen between FRSC and such hosts.
e.
The Corps has also taken bold steps at improving staff welfare. Such initiatives
as staff housing schemes, staff multi-purpose co- operative society, the staff
bus system etc which are in place are all geared towards reducing frictions
among staff on one hand and between staff and the motoring public on the
other.
In addition, the following can also be seen as some of the benefits of ADR in FRSC
operations.

a.
b.
c.
d.
e.
f.
g.
h.
i.
j.

It serves as an avenue for organization to know and learn more about itself.
It gives room for new and better way of doing things
It allows flexibility of process.
It increases compliance with agreed solutions
It reduces time in dispute settlement
It reduces cost in relating to dispute resolution
It enhances research and development
It may reposition the image and reputation of an organization.
Confidentiality
Risk management

ISSUES IN ADR APPLICATIONS:
The complex issues associated to ADR cannot be overemphasized. However, dispute is
bound to happen in an environment where there are human interactions. FRSC is one
social entity having organized activities involving a lot of people and its operations
interpreted and appreciated differently by the public.
The complexities and
characteristics of the motoring public necessarily create disputes of various degrees.
If properly managed, dispute could actually be a source of positive change. This fact
underscores the reason and understanding of types of dispute in FRSC operations is
germaine to its management.
The following can be seen as some issues perceived in the application of ADR
a. The state of being bias in the application of ADR on factors such as religion,
gender, ethics and culture.
b. The issue of fairness/transparency and Justice
c. The issue of lack of courtesy.
d. The issue of provocation incitement and assault.
e. Transfer of aggression
The following are employed during ADR;
a. MEDIATION: This is a collaborative process whereby a mediator works with the
parties to come to a mutually agreeable solution
b. ABITRATION: A process similar to an informal trial where an impartial third
party hears each side of a dispute and issues a decision. The parties may agree to
have the decision be binding or non-binding
c. CONCILLIATION: conciliation sometimes serves as an umbrella-term that
covers Mediation and facilitates on advisory dispute resolution processes
A conciliator can make suggestion for settlement terms and can give advice on the
subject matter.
Conciliators may also use their role to actively encourage the parties to come to
resolution

SUBSTITUTE TO ADR
However, there are substitute to ADR amongst which are:
a. LITIGATION: Can simply be seen as a process of resolving
Disputes by filling or answering a complaint through the public court system. The
nature of this complaint (including the probable outcome for each side) becomes the
basis for any settlement negotiations.
b. MINI-TRIAL: This is a process in which the parties present arguments and
evidence to a neutral third party who provides advice as to the fact of the disputes,
and advice regarding possible, probable and desirable outcomes and the means
where by these may be achieved.
c. EXPERT DETERMINATION: This is a process in which the parties to a dispute
present arguments and evidence to a neutral third party chosen on the basis of
their specialist qualification or experience in the subject matter of the dispute (the
expert) who makes a determination.
CHALLENGES:
Some known challenges to effective and efficient management of resolutions in FRSC
operations are:
a. Insufficient funding which has accounted for non-coverage of the entire
identified traffic corridors and black spots (RTC prone areas) all year round,
especially during festive periods.
b. Uncooperative attitude by some members of the motoring public which has made
patrol operations a bed of dispute
c. Some unproductive cultural orientations by some road users which are a
stumbling block to embracing safety measures and road use education.
d. Inadequate staff orientation on ways of managing dispute such as use of ADR.
e. Incivility by some operational staff to members of the public.
f. Claim of superiority over FRSC operatives by some other security operatives.
g. Improper administration of ADR can lead to continuous dispute
h. Late application of ADR can lead to mob attack.
i. The absence of ADR can lead to loss of good will and corporate image
j. Improper application of ADR can lead to decrease in morale and Productivity
level among staff.
k. Pomposity of the high class members of the public
l. Lack of awareness of FRSC laws and modus Operandi by the motoring public.
WAY FORWARD
Since dispute is an unavoidable aspect of human endeavors, it is better and cheaper to
prevent dispute than managing it as the management of dispute is very complex
involving a whole lot of sacrifices. Concerted efforts are therefore needed in
prevention, management and resolution of dispute. Some suggestions are made
hereunder on the way forward in this regard:
a. Continual education of staff on the nitty-gritty of Command and control system:
Staff, especially those in field Commands should be given continuous lectures on the
functionality of Command and control arrangement in military and para-military

b.

c.

d.

e.

f.

g.

formations. Such education should include the fact that authority rests on the
Commanding Officer to whom other staffs are bound in loyalty. It should be clearly
spelt out that Heads of Operations are not in competition with heads of patrol
teams as they work in unison for the realization of the common goals of the Corps.
Aggressive public enlightenment campaigns: This is very important in order to
promote road use literacy. All stakeholders in the road transport sector should be
the target audience of this measure. The drivers, riders, unions, pedestrians,
passengers and even owners of grazing animals should not be left out in this drive.
Rich-out programmes and advancement of good relationship between FRSC
Commands and their host communities: This is necessary to stem off possible
uprising and mob actions that may arise in view of the fact that there may
sometimes be patrol operations resulting in massive arrests and impoundments of
commercial vehicles on market days. This measure is also essential for communities
who are hostile and resistant to government regulations of which road traffic
management is part.
Upholding the espirit de Corps relationship: It is not uncommon to witness clashes
among security agencies including FRSC especially at patrol operations, joint national
assignments and rescue scenes. The fact remains that their jobs are supposed to be
complimentary. Observance of espirit de corps will go a long way in drastically
reducing these frictions.
Promotion of cordial relationship between the Corps and motor unions:
Relationship gab between FRSC and Motor Unions and Road Safety Stakeholders
such as NURTW, NARTO, NUPENG etc should be bridged. This move will facilitate
an amicable intervention of the Unions in any dispute between FRSC and their
members.
Staff discipline and adherence to operational procedures: Operational staff
should strictly imbibe the provisions of the operations manual and avoid patrol
misconducts such as extortion from motorists which tend to portray the image of
the Corps in bad light, thus leading to disregard for constituted authority by road
traffic Offenders.
Continuous retraining of FRSC staff on ADR methodology should be encouraged

CONCLUSION
The challenges associated with disputes are persistent and difficult to deal with.
However, by being able to properly identify these situations and bringing to bear the
acquired knowledge and skill from this discussion, disputes rather than hamper the
Corps progressive performance will serve as a bastion of enviable practice that will
facilitate the achievement of its corporate objectives.
Many organizations are brought to their knees by allowing disputes to go unidentified
and unresolved; this does not have to happen. Resolve Disputes early and the Corps
would be a heaven for all of us.
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OVERVIEW OF FRSC IT PLATFORM
INTRODUCTION
The FRSC Call Centre is the centralized unit where the Corps’ activities are being
coordinated using IT platforms to meet up with global best practice, it acts and stands
as front Office to the Motoring Public, where they can report or get information that
borders on Road Traffic Crashes (RTC), Traffic Congestion, Clearing of Obstructions,
Number plate, National driver’s License and other related issues in road traffic
management.
AIM
The aim of this lecture is to discuss and acquaints participants on the overview of FRSC
IT Platforms and how the Corps uses the platform to drive its operational activities in
real-time mode.
OBJECTIVES
At the end of this lecture participants should be able define a portal as well as the
workability and benefits of:
a. FRSC Vehicle Tracking System.
b. FRSC Dashboard.
c. Offender’s Register System.
d. National Vehicle identification System (NVIS).
e. Road Traffic Crash Information System (RTCIS).
f. FRSC Social media Platforms (facebook, twitter, Youtube etc).
g. Road Transport Safety Standardization Scheme(RTSSS).
h. Driving School Standardization Programme (DSSP).
i. Information Verification Portal (IVP).
A portal is a gateway or a main entry point on the internet to a specific field-ofinterest or an industry. A portal provides at least four essential services:
a.
b.
c.
d.

Search engine(s).
Email.
Links to other related sites.
Personalized content.

FRSC TRACKING SYSTEM
The Call Centre is equipped with a tool called “The Vehicle Tracking System”. This
system provides tools for tracking FRSC Vehicles like Patrol Vehicles, Ambulances, Tow
Trucks and some Official Vehicles for effective management and deployment. With the
aid of the FRSC Tracking System, response time has reduced 15 minutes since
deployment of vehicles is easier. Furthermore, the Tracked Vehicle device monitors
movement of FRSC vehicles nationwide and with the aid of the FRSC Tracking System,
Distance covered by a vehicle at a particular time can be determined; number of trips
made by a vehicle, also fuel consumption of a vehicle and number of times a vehicle over

speed in a particular time can be generated. It helps in deploying FRSC Patrol vehicles,
Ambulances, Tow-Trucks and Motor Bikes in case of RTC or traffic congestions.
Colour






code on FRSC Tracking System
Green – Indicates moving Vehicle.
Red – Indicates Vehicles stopped less than 15minutes.
Orange – Indicates Vehicles stopped more than 15minutes.
Yellow – Indicates Vehicles in a location without GPS signal.
Exclamation mark – Indicates situation when occupants of a Patrol vehicle are in
distress.
For better illustration, see the screen shot of the tracked vehicles.

FRSC WEB PORTALS
Over time, the Corps has taken IT approach in making sure that quality services are
rendered to the public at any given time through the following portals stated below;FRSC DASHBOARD (www.frsc-intranet.org)
Just like the dashboard of a vehicle shows the status of a vehicle at a glance, the FRSC
Dashboard shows all the activities of the various departments and Corps offices Corps
from a single point.
In addition, it also shows the comparison between weeks to identify improvement or
decline of RTC cases on our roads.

This is done by compiling various reports from all our commands in the twelve zones in
Nigeria. For operations, it shows report of Operations activities comparing report of
Operations activities in the number of offenders stopped, number cautioned, number of
offenders booked and number of offences.
OFFENDER’S REGISTER SYSTEM (www.frscfinescollection.com.ng)
This is an Automated Payment System for offenders. This portal became necessary due
to the unresponsive attitude of some banks in giving us detailed report of offender’s
payment. This system was designed to help make payment of fines for the various
offences committed on Nigerian roads easier. Offenders can now pay their fines online
by using any of the available payment cards in the country. This has in turn increased
operational efficiency while removing unnecessary bottlenecks in this process. This
portal makes available comprehensive details of all offenders in our various zones in
Nigeria.
The ticket number when viewed provides offender’s details such as;
Offender’s name and address, Phone Number of Offender, Age group, Driver’s license
number, Date issued and Expiry , qualification and date of birth.
NATIONAL VEHICLE IDENTIFICATION SYSTEM (NVIS)(www.nvisng.org)
This portal was introduced in 2011 to harmonize all mode of vehicle licensing and
registration. The solution is integrated with Nigeria Insurers Association Database
(NIA) which enables the capacity to generate an online Proof of Ownership certificate.
The same platform through the unique chassis number of vehicles helps to trigger alert
when a stolen vehicle is about to be re-registered anywhere in the country.
Other benefits include the ability to identify the offence committed, amount to be
paid, date of offence, and the location of offence committed.
This information is achieved with the use of E-ticketing tablets and a printer for
generating offender’s tickets used by our officers on the road in issuing offenders
penalty tickets.

ROAD TRAFFIC CRASH INFORMATION SYSTEM (http://www.frscrtcis.com.ng)
Road Traffic Crash Information System (RTCIS) is amongst the dictates of the
Federal Road Safety Corps in the Prevention / Minimization of Accidents on the
nation's highway.
In addition to Rescue Efforts during Road Crashes Incidents and Continuous
Enlightenment programme for Road Users, the commission also advice the relevant
government agencies both at the national and state level on ways to minimize these
Road Crashes.
Aiding the provision of this advisory functions is a databank of statistical data of
previous Road Crashes which the commission mines in order to generate decision making
reports.

This system is designed to make the process of capturing detail data of these crashes
more effective, efficient and user friendly.

FACEBOOK (https://www.facebook.com/FRSCNigeria)

TWEETER (https://twitter.com/frscnigeria)

DSSP- DRIVING SCHOOL DASHBOARD
This portal provides the list of all certified and registered driving school in Nigeria. It
identifies the requirements for establishing Driving Schools, Driving School
Certification, Uniform curriculum for Driving Schools, Instructor’s manual, Assessment
and grading of Driving Schools.

ROAD TRANSPORT SAFETY STANDARDIZATION SCHEME (www.frsc-rtsss.org)
This platform identifies the following,
 The list of registered fleet operators.
 Registration requirements and procedures.
 Availability of company’s registration details.
 List of 2014 certified fleet operators.
 Upload of passenger’s manifest.
 Provides a travel guide route selection
 Fleet transport operators by our safety ratings
 Contacts of each registered fleet operator’s safety managers.
Road Transport Safety Standardization Scheme (RTSSS) was created by law in the
National Road Traffic Regulations (NRTR) (2004) Section 115 made pursuant to
Sections 5 and 10 (10) of the FRSC (Establishment) Act 2007 provides for the
establishment of safety units by all transport operators so as to bring professionalism
into the industry, promote and develop rapid safe, efficient and convenient fleet
transportation system in the country.

FRSC INFORMATION VERIFICATION PORTAL(www.frscivp.com.ng)
As part of the commission’s effort at serving the public effectively, FRSC introduced
the Information Verification Portal (IVP).
The IVP is a gateway to an array of the commission’s databank.
With the IVP the general public as well as corporate entities can now verify
information on any of the FRSC’s line of operation application systems databank.

The portal provides access to information from the following sources at the moment:
 National Drivers’ License System
 National Vehicle Identification System
 Offenders Register System
 Road Transport Safety Standardization System and
 Driving School Standardization System
More data sources will be added in future as they become available.
Interested persons can use this portal to verify information from any of the
aforementioned data sources. This can be done by making use of one or more of the
query types under each data source.

CHALLENGES WITH VARIOUS IT PLATFORM
Despite the deployment of IT to drive our operations, the Corps is still struggling to
tackle some challenges which include:
 Lack of a robust IT Master Plan (Road map).
 There is need for proper Corps business alignment with IT.
 Poor utilization of some portals by user departments.
CONCLUSION:
The FRSC IT platform has earned the Corps a lot of accolades both home and abroad
and it is our hope that other areas of our operational activities that are yet to key into
the technological drive will be integrated to the platform to achieve a seamless and
smart FRSC in the near future.

DRIMS AND SUPERVISION OF INPUTS/APPROVALS
INTRODUCTION
Duty Room Information and Management System is simply put, the automation of all
activities of the duty room. By definition is “A place where soldiers, security guards,
rescue teams, firemen, etc., spent their time of duty, unless, or until, incidents possibly
call them out. “(1)” The FRSC Duty Room is a special office under the supervision of the
Head of Operations in Sector and Unit Commands. It houses the following documents:
Offenders’ confiscation, Offenders’ register, Impounded vehicle register, notice of
offence register, fines records, bank account tellers, FRSC fines receipts, first aid/
other
equipment,
towing
register,
declaration
register
etc.
(2)
www.dutyroom@frsc.gov.ng.
The FRSC duty room information and management system is an application developed to
automate information as are generated in the duty room for protection, proper
management of FRSC data.
AIMS
This course is aimed at acquitting participants with the knowledge and functionality of
the duty room information and management system (DRIMS). With a view to monitor
and effectively supervise the activities of duty room officer through the head of
operations
SCOPE
This lecture is designed to trace the chronicle of FRSC duty room management from
inception to date. Also, we shall attempt looking at the aspect of FRSC that the DRIMS
cover.
OBJECTIVES
It is expected at the end of this lecture that participants will seamlessly, be able to
superintend the affairs of a duty room exploring the use of the DRIMS.
OVERVIEW
DRIMS is a flexible application. It is for theManagement, Commanding Officers, Heads
of Operation and Duty Room Officers of the Federal Road Safety Corps. It has been
designed to capture the duty room activities to promote productivity, efficiency and
effectiveness.
DRIMS controls the following information:
 Notice of Offence Booklets
 Field Report Forms
 Towing Permit Booklets
 Recovery Items Inventory Booklets
 Nominal Roll
 Patrol Roster

 Total Offences Summary
 Payment Summary
In addition, the application generates the following reports:
 Booking Sheet Report
 Declaration Register Report
 Patrol Register Report
 Offender's Register Report
 Offender's Fines Register Report
 Towing Register Report
 Towing Fines Register Report
 Wanted Offender's Register Report
 Mobile Court Register Report
 Payment Report and Offences Report
APPLICATION LOGIN
All users have been given roles and privileges according to their various activities. The
following steps show how to gain access into the application:
a. Launch a web browser (e.g. Internet Explorer, Mozilla, Google Chrome etc.)
b. Type www.dutyroom.frsc.gov.ngin the address bar of your web browser and
press<Enter>.
c. DRIMS index page is display
d. Click Login on the menu bar. Select either RSHQ, ZONE, SECTOR, or UNIT.
e. Enter Pin, Email, Password, Zone, Sector or Unit. E.g. Pin: C-06218, E-Mail:
mo.oduyela@frsc.gov.ng, Password: *****, Zone: RS7HQ ABUJA, Sector: RS7.1
FCT, Unit: RS7.15 KUBWA.
Note: Pin should be 6 digits for officers. E.g. C-00004 and 9 digits for marshals e.g. M0412-00124.
f. Click Login. Home Page is displayed.
Note: Change of Password is necessary for initial login.
Cycle Of Operations
The application provide for various category of users as necessitated by the schedule
of would be user.
RSHQ
 Admin Registers User
HEAD






OF OPERATIONS
Creates Nominal Roll
Creates Routes
Create Patrol Vehicle
Creates Weekly Roster
Prints Weekly Roster

DUTY






ROOM OFFICER
Fills Registers
Views Register Entries
Searches Register Entries
Confirms Payment
Prints Release Sheet (Towing and Offenders)

Users, Roles and Responsibilities
The application provides for scheduling of roles and responsibilities to users as
outlined.
Users
1. Users are categorised according to their status and job schedule on need to know
basis.
 Management (RSHQ)
 Commanding Officers (Zonal, Sector and Unit Commanders)
 Heads of Operation (SHOOP, UHOOP)
 Duty Room Officer
Roles/Responsibilities
2. The roles and responsibilities are assigned to users as follows.














Commanding Officers (Zonal, Sector and Unit Commanders)
View Reports for commands under a Commanding Officer
Booking Sheet Register Report
Declaration Register Report
Patrol Register Report
Offender's Register Report
Offender's Fines Register Report
Towing Register Report
Towing Fines Register Report
Wanted Offender's Register Report
Mobile Court Register Report
Payment Report
Offences Report

Heads of Operation (SHOOPS, UHOOPS)
1. The heads of operations referred to in this regards are the sector and unit
commands heads of operations.
a. Creates Nominal roll, Routes, Patrol Vehicle, Weekly Roster and Prints Weekly
Roster.
b. Comments on patrol report.
c. View Reports for only a particular sector or unit.
 Booking Sheet Register Report












Declaration Register Report
Patrol Register Report
Offender's Register Report
Offender's Fines Register Report
Towing Register Report
Towing Fines Register Report
Wanted Offender's Register Report
Mobile Court Register Report
Payment Report
Offences Report

Steps to create Weekly Roster
1. On the home page , Click Roster Management. Select either Nominal Roll,
Patrol Vehicle, Route or Roster.
2. Click Nominal Roll. Enter officer’s name, Rank, Pin, Phone number, designation
(i.e. Driver, Rider, None). Click Submit button.
3. Repeat the process in number 2 for all staffs in the command.
Note: Staff’s record can be viewed after submission. In addition, staffs record can
be edited and deleted from the nominal roll.
4. Next, create routes. Click Roster Management on the menu bar and select
Route. Create Route page is displayed. Enter route (e.g. Berger Wuse), Click
Create button.
5. Repeat the process in number 4 for all routes in the command.
Note: Route details can be viewed after submission.
6. Next, Create Patrol Vehicle. Click Roster Management on the menu bar and
select Patrol Vehicle. Patrol Vehicle page is displayed. Enter patrol vehicle
number, patrol vehicle’s body code number, patrol vehicle type (i.e. Van,
Motorcycle or Truck).Click Create button.
7. Repeat process in number 6 for all patrol vehicles in the command.
Note: Patrol vehicle record can be viewed after submission. In addition, patrol
vehicle record can be edited and deleted.0
8. Next Create roster. Click Roster Management on the menu bar. Select Roster
and click Create.
9. Select SESSION (i.e. morning duty, afternoon uty, or rescue/night guard duty)
WEEK and YEAR. Click on the Create button. Roster page is displayed.
10. Assign Route, Patrol Name, Patrol Vehicle number and Patrol Members for each
route. Repeat this for Monday to Sunday and click submit button.
Note: each route, patrol name, patrol vehicle number, patrol leader and members
are loaded from the database.

STEPS TO VIEW ROSTER
1. Click Roster Management on the menu bar. Select Roster and click View.
2. Next, Select SESSION (i.e. morning duty, afternoon duty, or rescue/night
guard duty), WEEK, and YEAR. Click View Roster button.
STEPS TO PRINT ROSTER
1. Click the Print icon on the view roster page.
STEPS TO COMMENT ON PATROL REPORT REGISTER
1. Click Report on the menu bar. Select Patrol Report register. Patrol Report Register
Page is displayed.
2. Next click on the CMD/PATROL NAME column in the patrol register report table.
Patrol team details are displayed.
Note:
 The blue color lettering of the Cmd/Patrol name indicates another page is
opened when selected.
 The SHOPS COMMENT column displays ”YES” when comments have been made
and displays “NO” when comment haven’t been made.
3. Next scroll down to HEAD OF OPERATIONS COMMENT and enter comment. Click
on submit button. The SHOPS COMMENT column on the patrol register report
table will automatically change to”YES”.
4. Repeat the processes in number 2 and 3 for other patrol team reports.

Steps to view Report Register
Click Report on the menu bar. Select any of the reports
DUTY






ROOM OFFICER
Fills Registers
Views Register Entries
Searches Register Entries
Confirms Payment
Prints Release Sheet (Towing and Offenders)

STEPS TO FILL REGISTERS
1. Click Register on the menu bar. Select any of the Registers (i.e. Booking Sheet
Register, Declaration Register, Patrol Report Register, Offender’s Register, Towing
Register, Mobile court).
BOOKING SHEET REGISTER
2. Select Booking Sheet Register. Booking sheet register page is displayed. Select
SESSION (i.e. morning duty, afternoon duty, or rescue/night guard duty). Click on
the “calendar like” icon and Select Date. Click Search button. This opens a page
showing two tables named Outgoing Patrol Teams and Incoming Patrol Teams.

Note; that “outgoing patrol teams” table has records on it while the “incoming patrol
teams” table is empty.
3. Click PATROL 1 from patrol name column on the “outgoing patrol teams” table.
Note: The Blue color lettering of patrol names indicates that another page is opened
when selected.
4. Fill booking sheet for outgoing patrol team. Enter CUG phone number, Odometer
Out, Booklet Number, First sheet used, Items Collected, Time Out and Remarks.
Click Submit button. A box will popup saying booking sheet register submitted. Click
ok.
Note: The empty incoming patrol team table now has a record. The patrol 1 record is
transferred automatically the moment submit button is selected.
5. Repeat process in number 4 and 5 until outgoing patrol team table is empty and
incoming patrol team table is occupied.
6. Wait for patrol teams to return from their patrol activities. On their return,
repeat the process in number 2. Click patrol name column from incoming patrol team
table (i.e. the blue colored link).Enter odometer in, last sheet used and time in. click
Submit button.
Note: Number of sheet used is automatically generated by the system.
7. Repeat number 7 for all returning patrol teams. This completes the filling of
booking sheet register.
DECLARATION REGISTER
8. Select declaration Register from Register on the menu bar. Declaration register
page is displayed (Figure 5-17).Select SESSION (i.e. morning duty, afternoon duty,
or rescue/night guard duty). Click the calendar like icon and Select Date. Click
Search button. Declaration page is displayed.
9. Click PATROL 1from PATROL NAME column. Declaration form page is displayed.
10. Enter Total amount and amount declared for each member of the patrol team, Enter
remarks. Click Submit button. (Figure 5-19).
11. Repeat the process in number 10 & 11 for other patrol teams.
PATROL REPORT REGISTER
12. Select Patrol Report Register from Register on the menu bar. Patrol Register page
is displayed (Figure 5-20).Select SESSION (i.e. morning duty, afternoon duty, or
rescue/night guard duty). Click the “calendar like” icon and Select Date. Click
Search button. Patrol Report Register page is displayed.
13. Next Click PATROL 1from PATROL NAME column. Patrol Report form page is
displayed.
14. Fill Patrol Report registers. Enter time, total bookings, total offences, report and
remarks/incident (if any incident occurred). Click Submit button. A box will popup
saying patrol report register submitted. Click Ok.
15. Repeat the process in number 14 and 15 for other patrol teams.

OFFENDER’S REGISTER
16. Select Offender’s Register from Register on the menu bar. This opens Offender’s
Register page.
17. Fill Offender’s register form. Follow the steps below:
 Enter date of arrest
 Enter offender’s name, offender’s address, and offender’s phone number.
 Select offender’s age by clicking on any of the radio buttoned options (i.e.
Under 18, 18-25, 26-36,37-45 or above 45)
 Select offender’s qualification by clicking on any of the radio button options
(i.e. FSCL, SSCE, DEGREE or None)
 Select offence by ticking any of the enlisted offences.
Note: More than 1 offence can be ticked or selected. In addition, the figure
automatically generated on the fines box and it is determined by the number of
offences you tick (Figure 5-24). The fines box is not editable.
18. If notice of offence sheet has any alteration of any sort (i.e. cancellation, painting,
correction, etc.) select Yes. If not, select No.
19. Click on Route and choose from any of the listed routes.
20. For vehicle details, enter vehicle number, vehicle color, vehicle type and vehicle
make in their respective input box.
21. Still on vehicle details, tick any of the options for vehicle description.
Note: More than 1 description can be selected
22. Tick any of the options for what was confiscated from the offender.
23. For Impoundment, select Yes if vehicle was impounded. If not, select No.
24. Enter ticket number and Booking officer’s pin.
Note: Booking officer’s name is listed once pin is typed in the booking officer’s pin box.
25. Finally, click Submit button. This completes the filling of offender’s register.
Note: Offender’s register can be previewed before submission by clicking Preview
button.
TOWING REGISTER
26. Select Towing Register from Register on the menu bar. Towing Register page is
displayed.
27. Fill Towing register form. Follow the steps below:
 Enter date of arrest.
 Enter offender’s name, vehicle make, vehicle type, vehicle color, route/location,
place of impoundment, time.
 For offences, tick any of the listed offences.
 Enter items confiscated, towing officer’s pin, towing fine, distance covered
while towing, and distance covered before towing in their respective input box.

 Finally, click Submit button. This completes the filling of towing register.
Note: Towing register can be previewed before submission by clicking Preview button.
MOBILE COURT REGISTER
28. Select Mobile Court Register from Register on the menu bar. Mobile Court Register
page is displayed.
29. Fill Mobile Court register form by following these steps:
 Enter date of arrest.
 Enter offender’s name, gender, age, national driver’s license number (ndl number),
national driver’s class (NDL class), and vehicle registration number.
 For offences, tick any of the listed offences.
 Enter verdict, sentence and booking officer’s pin in their respective input box.
 Finally, click Submit button. This completes the filling of the mobile court
register. Note: Mobile court register can be previewed before submission by
clicking Preview button.
STEPS TO VIEW ENTRIES/REPORT
1. Select Report on the menu bar. Select any of the reports.
Note: To further view details of each report, click on any of the blue colored links on
the table.
STEPS TO SEARCH ENTRIES/REPORT
1. Select Report on the menu bar. Select any of the reports. This opens a page
containing entries made (e.g. entries made on declaration register are viewed when
declaration register report is selected).
2. Next, search by typing a value in the search for box and select a search criteria
that fit the search and Click on Search button.
STEPS TO CONFIRM PAYMENT FOR OFFENDER’S REGISTER
1. Click Report on the menu bar. Select offender’s Register Report. Offender’s
Register Report Page is displayed (Figure 5-29).
2. Next,look through table for offender’s detail or search for offender using any of
the search options. When offender has been located, click on confirm payment.
3. Enter offender’s phone number(if box is empty), offender’s date of payment(click
on the calander like icon and select date), teller number, bank name(select a bank
from the drop down list) and demorage.Click Submit button.This opens the Release
Sheet. Click on Print.
STEPS TO CONFIRM PAYMENT FOR TOWING REGISTER
1. Select Report on the menu bar. Select Towing Register Report. This opens the
Towing Register Report Page (Figure 5-31).
2. Next,look through table for Towing details or search for an offender using any of
the search options. When offender has been located, click on confirm payment.

3. Enter offender’s phone number(if box is empty), bank name(select a bank from the
drop down list), teller number, demorage, deduction, date of payment (click on the
calander like icon and select date) and remarks. Click Submit button. This opens the
Release Sheet(Figure 5-33). Click on Print.
PROFILE MANAGEMENT
Each user can view and edit profile. This can be done by clicking Profile Management on
the menu bar. This opens the Profile Management page (Figure 6-1).
Note: Changes can only be made on phone number and password. Every other field
cannot be changed. To complete the profile update process, click on Update account
button.
USER REGISTRATION
All users are registered only by the Administrator of the application. Contact RSHQ
for Registration.
EXITING APPLICATION
Click Logout on the menu bar. For maximum security, close browser.
Note: You are automatically logged off the Application after a period of inactivity.
ADVANTAGES OF DRIMS TO FRSC OPERATIONS
1. Effective implementation and use of all the application will among other advantages
automate all operations activities hence making it easy for the Commanding officer
to see all the reports of the day activities at a glance.
2. The flexibility of the application if explored will make room for easy analysis of the
report(s) and carry out useful intelligence that can enhance operations.
3. The application is user friendly.
LIMITATIONS INHIBITING EXPECTED RESULT DRIMS
1. DRIMS usage is not maximized so the Corps is yet to reap the benefit expected
from the application.
2. Commanding officers are yet to come to terms with the importance and benefits of
the application.

BEST PRACTICES IN IT INFRASTRUCTURE DEPLOYMENT
INTRODUCTION
This is worldwide acceptable approach for delivering IT services and IT service
development. It focuses on the processes, functions, and capabilities required to
support IT services in business.
Organizations need to remain competitive in the marketplace and can compare
themselves to peers to identify where they can gain a competitive advantage.
Commonly, they look to industry best practices to ensure they are using the best
available methods and techniques to deliver a service. A number of best-practice
approaches to IT are available and organizations can use them as a benchmark to
ensure that they are delivering IT services efficiently. It is important to recognize
that these approaches must enable ITservice providers to meet the needs of the
customer, while remaining cost-effective and within the customer’s budget.
DEFINITIONS
Best Practices:-A best practice is an organization-wide agreement that standardizes
the most efficient and effective way to accomplish a desired outcome. A best practice
generally consists of a technique, method, or process. The concept implies that if an
organization follows best practices, a delivered outcome with minimal problems or
complications will be ensured.Best practices are often used for benchmarking and
represent an outcome of repeated and contextual user actions
What Is IT Infrastructure:-This can be defined as all of the components
(Configuration Item) that are needed to deliver IT Services to customers. The IT
Infrastructure consists of more than just hardware and software.
IT infrastructure consists of the equipment, systems, software, and services used in
common across an organization, regardless of mission/program/project
IT Infrastructure could be subdivided into several components:
1. Software Development
2. Software Maintenance (corrective perfective, adaptive, block changes)
3. Purchased Software (e.g. ERP system)
4. IT Infrastructure hardware (e.g. servers, switches)
5. IT Services (e.g. software setup, help desk, computer administration)
AIM
This is to standardize the selection, planning, delivery and support of IT services to a
customer or an organization. The goal is to improve efficiency and achieve predictable
service levels.

ICT INFRASTRUCTURE MANAGEMENT
Information and Communication Technology (ICT) management processes recommend
best practice for requirements analysis, planning, design, deployment and ongoing
operations management and technical support of an ICT infrastructure.
The infrastructure management processes describe those processes within ITIL that
directly relate to the ICT equipment and software that is involved in providing ICT
services to customers.
 ICT design and planning
 ICT deployment
 ICT operations
 ICT technical support
These disciplines are less well understood than those of service management and
therefore often some of their content is believed to be covered 'by implication' in
service management disciplines.
ICT DESIGN AND PLANNING
ICT design and planning provides a framework and approach for the strategic and
technical design and planning of ICT infrastructures. ICT design and planning drives
both the procurement of new ICT solutions through the production of statements of
requirement ("SOR") and invitations to tender ("ITT") and is responsible for the
initiation and management of ICT Programmes for strategic business change. Key
outputs from design and planning are:





ICT strategies, policies and plans
the ICT overall architecture & management architecture
feasibility studies, ITTs and SORs
business cases

ICT DEPLOYMENT MANAGEMENT
ICT deployment provides a framework for the successful management of design, build;
test and roll-out (deploy) projects within an overall ICT programme.
ICT OPERATIONS MANAGEMENT
ICT operations management provides the day-to-day technical supervision of the ICT
infrastructure. Often confused with the role of incident management from service
support, operations has a more technical bias and is concerned not solely with incidents
reported by users, but with events generated by or recorded by the infrastructure.
ICT operations may often work closely alongside incident management and the service
desk, which are not-necessarily technical, to provide an 'operations bridge'. Operations
however should primarily work from documented processes and procedures and should
be concerned with a number of specific sub-processes, such as: output management, job
scheduling, backup and restore, network monitoring/management, system
monitoring/management,
database
monitoring/management
storage
monitoring/management.









Operations are responsible for the following:
a stable, secure ICT infrastructure
a current, up to date operational documentation library ("ODL")
a log of all operational events
maintenance of operational monitoring and management tools.
operational scripts
operational procedures

ICT TECHNICAL SUPPORT
ICT technical support is the specialist technical function for infrastructure within ICT.
Primarily as a support to other processes, both in infrastructure management and
service management, technical support provides a number of specialist functions:
research and evaluation, market intelligence (particularly for design and planning and
capacity management), proof of concept and pilot engineering, specialist technical
expertise (particularly to operations and problem management), creation of
documentation (perhaps for the operational documentation library or known error
database). There are different levels of support under the ITIL structure, these being
primary support level, secondary support level and tertiary support level, higher-level
administrators being responsible for support at primary level.
AREA OF IT DEPLOYMENT IN FRSC OPERATIONS
S/NO
AREA OF IT DEPLOYMENT IN FRSC IT DEPLOYED
OPERATIONS
1
Operations (OPS)
E-Ticketing
Speed
Limiting
Device
Management System
Offender’s Register System
Duty
Room
Information
Management System
Road Traffic Crash Information
System (RTCIS)
2.
Motor Vehicle Administration (MVA)
National Vehicle Identification
Scheme (NVIS)
Nigeria Driver’s Licence (NDL)
website
Information Verification Portal
(IVP)
3
Transport Standardization Office (TSO)
Road
Transport
Safety
Standardization
Scheme
(RTSSS)
4
Training Standard and Certification (TSC)
1.Driving
School
StandardisationProgramme
(DSSP)

BENEFIT OF IT DEPLOYMENT
Deployment of IT in any organization is of immense benefits, aside following the trend
of development, it also enhances:
Convenience: Provides a great deal of convenience in expediting personal and business
transactions
be
it
shopping,
banking,
or
simply
paying
bills.
Speed: From sending gifts to making payments everything gets done with a few clicks,
irrespective of distance.
Communication: The world is a smaller place and technology allows everyone to keep in
touch with their families, friends, customers at a more affordable cost.
Accuracy: Technology has reduced errors in mundane and monotonous chores, saving
time and cost.
Development: Technology has brought about development in many fields such as
medicine, government, business, education, etc.
Transparency: It ensures transparency in all the transactions, as favoritism and
corruption is highly reduced.
CONCLUSIONS
Best practices involve improving productivity at the workplace by streamlining external
and internal operations in an organization. By strengthening the consistency and
efficiency of business processes, the goals and objectives of the company can be
achieved with ease.
IT infrastructure is fundamental for all business functions and business processes
within the organization. The organization's IT infrastructure primarily deals with the
integration of technology components to support business needs. The organization's
competitiveness depends on the flexibility of the IT infrastructure, because the
infrastructure allows the company to quickly develop new processes and applications.
The speed with which an organization can implement those processes and applications
improves its competitiveness in the market.

Thank You and God Bless.
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