s and Staff Turnover in Nigerian Universities
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ln@ducuofs over in the Nigerian education ot er s s
T s a significant challenge with far- | PAN DIBAMIGNTEW,
g)st;l; | lications ~ for individuals an.d the | This chapter takes a critical look at the
e mient Academic staff turnover, particularly | growing challenge of talent exodus in
governmett become a focal point Nigerian universities and its impact o

ong umvemty 1egtu1‘er8, has P staff turnover. Amid ongoing crises-—n

= - W 2
: rs. policymakers, and other
fofeducanonal anmlstrato , PO reYIultS in’a — from economic hardship to insecurity
qakeholders. This _phenomenon S 8 : and political instability—lecturers are
ital despite the government's investment in | -|eaving in search of better opportunities.

capil
mg aﬁd professional dcvelopmc;nt. Public funds | Whilethe trend offers some benefits like
e allocat od to enhance university infrastructure and skill adv.apcerpent and re'duce'd.

anel development, but the resignation of trained :S:ge“tr"t;t’;' :2:?:2’;‘:;"%5:?:3 o
academics  for other empl.o_yment oppor_tum“es calls for urgent reforms: improved ';))ay,
undermines  the sector's stablllt)'_ and effectiveness better working conditions, and youth-
(Ajayl, 2015). C0nsequent1y, high turnover rates focused policies to keep the academic

negatively impact the university system's core | system stable and sustainable.
mandates—teaching, research, and public service.
A considerable number of Nigerian academics have migrated abroad over the past

two decades, securing positions in universities and research centres in Europe, North America,
and the Middle East. The ongoing wave of academic migration is largely attributed to poor
working conditions, insufficient funding, and unfavourable policies affecting university
govemance (Tamuno, 2018). This trend has significantly weakened Nigeria’s higher education

system, affecting its ability to retain experienced lecturers and maintain academic standa.rds..
The rapid rate of academic staff departures presents severe challenges to Nigerian

iversities. Brain drain is a persistent issue driven by inadequate funding, ynstable
govemance, and unfavourable working conditions. Additionally, other systemic issues—
inchuding poor compehsation, lack of research incentives, and limited opportunities for career
avancement—further contribute to the rising trend of talent exodus. Researchers have
Observed that academic staff migration affects service quality, institutional reputation, and the
SL;Steunabili.ty of intellectual capital (Ajayi, Oyebisi, & Ogunjobi, 2017). The persistent exodus
geekacadenuc staff from Nigerian universities has far-reaching consequences. Many fliencat;llzg
mﬁabﬁm ployment opportunities in foreign institutions duc to job mwg,leave e
mlpﬁ\:iy’ and_ deteriorating working conditions. In some Cases, academic 5‘; i higher
Catiog, frehanng layoffs, retrenchment, or unfavourable govermnment policies 2 gfm, %ilsru i
Tesearch a'cﬁv;iéoss (Zifexperienced academics diminishes tlt_xezgnllzl)uy of instruc
s, and weakens institutional stability (Osasuly, 0)- . ——
financiy) vltm ong the primary reasons for this academic migration 15 the decl:inmg Ii);estlge
cll-being of university lecturers. Historically, universities attracted tOP
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ive salarics, robust research support, and a conducive work environmen;
due to competitt ve significantly eroded. Key academic resources—such ag well.

incentives ha : :
However, these incentt aboratories, and access to international research grants— ,

: o tional | Gk § ave
;q;lppcdsiﬁtrines, ﬁl:rcéiscoumging lecturers from remaining in the system (Sanda, 201 Y
ome , furth

it1 ly, the mcreasmg Orklo‘a . ! sta d -
Oplg:;ltlori W ithout a CO[TeSpondlng mcrease 1 iacul t y s hﬂ.s ]ed to b| Irmout J
p dCI]

dissatisfaction. wff turnover rates create instability in the academic emfironmem, affecting
both studgxlt;gha:d the quality of research output. Retaining skxl!cled acadegncs is critical for the
development of a sustainable higher education system. The f:a1 ure to a dre_:ss these concems

d lecturers to seek employment in countries with better working

ill continue to push talente ( . ou
LEnditions 'Ihusp a comprehensive strategy is necessary to mitigate the effects of talens

exodus. This stategy should focus on improving remuneration packages, enhancing research
funding, and fostering a more conducive. aca_dermc _env1ronment. W_xthopt, ﬂTlJ?lCdIa}te
intervention, the ongoing academic brain drain wﬂ:I continue to Weaken Nigeria’s university
system, limiting its capacity to contribute meaningfully to national development (Ajayi,

Oyebisi, & Ogunjobi, 2017).

Position Statement
This paper argues that faculty turnover in Nigerian universities is a national emergency that
requires urgent and systemic intervention. The argument that faculty tumover is a global
phenomenon is misleading. While academic mobility is expected in any competitive system,
the scale at which Nigerian universities are losing faculty is unsustainable and far exceeds
normal migration patterns. Unlike in developed countries, where mobility fosters knowledge
exchange, in Nigeria, faculty migration is overwhelmingly one-directional, with little to no
retun of expertise. This creates a widening gap between Nigeria’s universities and their global
counterparts, deepening educational inequality and reducing the nation’s intellectual capital.
Ignoring this crisis will have far-reaching consequences for national development. A
weakened university system produces poorly trained graduates, reduces research innovation,
and limits Nigeria’s ability to compete in the global knowledge economy. The longer this issue
remains unaddressed, the greater the economic and intellectual losses the country will suffer.
The Nigerian government and university administrators must immediately implement strategic
ggi\’dc_mmocn;mtoet?t?lt thlls mass departure of academic talent. Without urgent reforms—
y— T education system will continue to decline, crippling the country’s
progress 1n science, technology, and innovation.

‘This paper asserts that reversin : . ) el
i its bri g faculty tumover is a national imperative since a
:gsgn?eglthfu; its bnghte.st academic minds rigks stalling in innovation, development, and the
ent of 1ts education system, hindering its ability to compete globally. The survival of

Nigeria’s universities o A ;
M il and the nation’s fityre depend on the ability to retain its academic

Conceptual Clarification .

Talent i ; :

(2018) 3:?132: iltsaa tﬁhe@mel}m that can be examined from multiple perspectives. Derek

one institution or ¢q € migration of skilled, experienced, and highly trained individuals from

as the voluntary or Eﬁ’ ‘0 another within a specific time frame. Robbins (2014) desoribes it

the form of resignaﬁor,: ;lntary dep arture of employees from an organisation, which can 12K€
In the acade ¥ O, wt’femems, or extended leaves of absence.

highly ¢ e sector, this phenomenon is often referred to as brain drain, Wher®

kill i
unfavourablzd\:,);flf?ssmnals'S_eek better opportunities outside their home country due f0
Ing conditions, A significant number of African academics, including
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lecuate salarics, poor working conditions ’sr:?l
K

clucnlcd o the
it of petter €
driven by inic

“ ’
NIp s 1 parily drive
o .'Imu 4 "', ) orunitics.
( l' ] & e = v Py
Nrb',f;(]curccrﬂd\:m] el of stafl (urnover 18 inevitable due to personal reasons suct
i il { { W Oes e . . l ' e
i wlulb; o fmily obligations, excessive turnover negatively impacts in«stitlf-’ as
The constant departure of experienced “Cildcmicf; (li‘slr‘lm‘:'
srupts

f cs& s ' A ; " . P 2
e ity and weakens mcﬂmrhlup htﬂ}(.ll{fu&, and increases recruitment and traini
¢, 2012). Organisations, particularly educational imtitutim‘wm:}g
) 8, arc

o " itie
nive ,'“Zi‘;out em |'()ycc retention because hiring and training replacements require
3P y o e an fi nnc'lul investment.

eran pigher education system has struggled with a persistent wave of
S natio he past three dccgndcs. Factors such as economic instability, lack of
awdcmlc' uliing, and poor recognition of academic contributions have comribuwé to thi
o " o01%) potes that the discontent among Nigerian university lecturers has s'wadills
gend I:( ushing many of them 10 seek better opportunitics abroad. i

iporeaser
o Resp sible for Talent Exodus in Nigerian Universities
'aC ' ' J . . . s 5
wodus of academic staff from Nigerian universitics is not a random occurrence but
{of dccp-roOlcd structural failures in the country’s higher education system. Faculty
. driven by @ combination of economic hardship, institutional neglect, excessive

mover 15 ;

yorkload, 20 ak 'vovcmapcc structures.  These factors create 2 hostile academic
vironment ushing highly skilled lecturers to seck better opportunitics elsewhere, If these
isucs are not U ently addressed, Nigerid will continue to suffer from a crippling loss of
pital, further weakening  its universities and reducing  their global

inlcllcctual ca)
competitivencss:
Poor Compcnsation and Economic Hardships: The issue of poor compensation
tical factors driving staff tumover in Nigerian universities. Despite
ly underpaid, caming salaries that

of the most cri
ure of academic work, lecturers ar¢ gross
lifications and contributions. A senior lecturer

tive nor reflective of their qua

in Nigeria cams less than their counterparts in South Africa and those in the United States.
This stark wage disparity is not just an economic inconvenience but 2 direct assault on the
professional dignity of academics. The financial strain placed on lecturers forces many to secK
allemative employment opportunitics, whether in the private sector Of foreign universities that
offer better financial security. The study of Capel (2014) revealed that institutions with poor
compensation packages experience higher rate of alent exodus than those with good pay

i Beyond the low salaries, the irregular payment of wages and allowances exacerbates
gfnomlc hardships for Nigerian lecturcrs. Many faculty members . ence months-long
hcaalrlyhcgiays’ dmaki“f% it difficult to meet nal financial obligations SuC i
many Of‘;;“ education for their children. The situation is even WOrs . cd academics,
other Counm? m struggle to access their pensions due to bureaucrd ic inefficiencics:
poor rctircmzs ke Pc“S_ion schemes for academics ar¢ structured and
lecturers who?‘t benefits discourage long-term commitmen
countries that oresce financial instability in their Jater years are ™
The %“a]:a“we stable retirement plans.
Williams (20 ack of performance-based incentives further compounds t
Wemployees 17)’ poor compensation is one of the factors for staff tumover:
for wpwarg eave organisations for better salary, better fringe benefl better opportuﬂlty
oevork (Jugstrx.i“nh’ poor working environment conditions, harassment 0¥ e
N cause ‘“f“ ombo, Murumba & Edwir. 2011). Sinha argue
e'isemploo high employee turnover rates is loW and benefits PACEZ L o sta
yed in a low-wage position with limi e incentive 1052
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ven a slightly higher rate of pay (Sinha & Shukla, 2013), Vuyisile
N hat the compensation strategy is cxll'cmcl}" important as the right compensation,
(2016) argues tha and competitive organisation.

strategy helps to E:nl:}a: ::‘l‘;:‘;:x:‘cc-hﬂ-‘wd incentives further compounds the irjsuc. In well.

The lack « ’I.t ss. faculty members are rewarded for outstanding  research
ﬁmd& ‘um\'mu,\' j }; ’:\i{:. contributions through salary increments, research grants, ang
pubhc.tmons. and ﬁu;\" c . however, there is no structured reward system that recognises or
financial bonuses. In Nig xc::l]cncc Lecturers are expected to conduct research, publigh
nvnnkjnsﬂ]nt?s ;g’*i:‘)l:;bsw " nati onal development without any corresponding financial
lcx:;cc::\\;\mm creates frustration among.faculty members, wl:[(: t;cel _unfit'crvalue;l despite their
intellectual contributions. Many opt to migrate {0 nshidticns abﬁpon l.ig'aca emic welfare
and reward scholarly achievements appropriately. Economic instability within the country also
plays arole in faculty migration. With inflation eroding the rcal value. c?f salaries, lecturers find
it increasingly difficult to maintain a reasonable standard' of living. Rising costs of gooc!s, poor
healtheare services, and the depreciating value of the naira have made remaining in Nigeria a
Jess attractive option. Without substantial salary adjustments, ﬁnancfxal sta'blh'ty, .and structured
incentives, Nigeria will continue to lose its most quahﬁed academics to institutions t.hat offer
better economic prospects and a more secure future. Slla‘pan (%018) states that the higher the
compensation received by employees, the lower the intention to le‘ave empl_oyees, and
conversely, the lower the compensation received by employees, the higher the intention to
leave employees. _

Poor Working Conditions and Institutional Neglect: The deteriorating working
conditions in Nigerian universities are a major driver of talent exodus and staff tumover.
Academic institutions are expected to provide an enabling environment for teaching, research,
and innovation, yet Nigerian universities have increasingly failed to meet even the most basic
standards. If working conditions are substandard or the workplace lacks important facilities
such as proper lighting, furniture, restrooms and other health and safety provisions, employees
will not be willing to put up with the inconveniences for a long time. (Justus, Kombo,
Murumba & Edwin, 2011). Many campuses suffer from inadequate infrastructure, obsolete
teaching facilities, unreliable electricity, and insufficient internet access, making it difficult for
lecturers to perform their duties effectively. The absence of modern laboratories, well-
equipped libraries, and conducive office spaces has left faculty members frustrated and
demotivated, forcing them to seek employment in better-equipped institutions abroad.

The state of university facilities is deplorable. Many lecturers do not have designated
office spaces, making student consultations and research work highly inconvenient. In science
and engineering faculties, laboratory equipment is either outdated or completely nonfunctional,
forcing lecturers to teach theoretically rather than practically. Libraries, which should be the
intellectual backbone of any university, are often filled with obsolete textbooks, and faculty
members struggle to access current research materials due to poor funding for journal
subscriptions. Without access to up-to-date knowledge and functional research tools, lecturers
find it impossible to conduct groundbreaking research, leading many to leave for institutions
that p-rovide the necessary resources for academic excellence. Suliman and Obaidli (2011)
established a §igniﬁcant influence of working conditions on employee turnover. Besides
infrastructure, institutional neglect manifests in the lack of administrative support and faculty
welffare_ programmes. Mﬂf{)’ Nigerian universities lack structured mentorship programmes,
g;z;;;oﬁﬁliviz’ﬁgsmegt mlitiatives, or policies aimed at improving faculty well-being 1’;
Giteirardigrangs am;no e:’)‘:tgpfifi countries provide career development programmes, ac;Zis
remain engaged e;nd pro%?lctivmt;\eﬁ fox: academnic collaboration, ensuring it faculty Tmala?reers
without institutional support o; Y e i lef 1o pmvigute U5 pally.
This absence of structur é)d ke en relying on personal connections to advance PfOfe;flo seie
10 telocate 10 insfitutions wher er;nc growth further contributes to dissatisfaction and the .

‘ e faculty welfare is prioritised. A poor work environment mMay
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" ﬂ-']\mm\ﬂ‘l
g emp Oy th) may end up being attracted to other organisations
e conditio Oludeyi (2015) also averred that the work environment

g in an organisation, hence their decision to stay with
’ e

i i

W -Mlllb salect of academic staff is also evident in poor maintenance of ¢

ok of investment in mod?mi'sing teaching methods. Many Class?g:)pr;lz

it ml'd‘c i conditioning and ventilation are poor, and in some cases, lecturers
i avereoV e %, projectors, oOf even generators to facilitate their lectures, Th

G - persOnd L ed leamning environment diminishes the prestige of the tCa;:h' e
g “odes . Until unlivcr§itics pri(?ritise faculty welfare and impr(]:/i

S g and ST will continue {0 lose their best minds to institutions that offer bett

ive support, and a culture of academic excellence. er

. ﬁ“mucg‘ccssive Wo d Fa.cglty_ Burnout: The qverwhelming workload imposed
- aff i Nigerian muve'rsmes is another contributor to talent exodus and staff

ol nic fmiversiﬁes face chronic understaffing, lecturers are burdened with excessive
. AS bilites administrative d}lﬁes, and rgsearch expectations, often without the

2 institutioﬂal support. The result is an upsustamable work environment where faculty
pecesSay sruggle 10 palance their roles effectively, leading to widespread burnout and a
mm}befisn verall job satisfaction. It was discovered by Akinmayowa and Kadiri (2014) in
dec'hn;u iy that academic employees were highly stressed by a variety of factors, including
thzg * okload, rescarch, and professional growth, as well as administrative concerns. An
ereased SEESS level may 1'1ke1y affect lecturers’ effectiveness m performing their job and
B e s ing over job tasks bX not necessarlly doing them well. In most cases, the
qudent-to-lecturer ratio is alarmmgly @gh, fa.r exceeding global standards. While countries
yith strong academic systems maintain a ratio of around 16:1, Nigerian universities often
acing an undue strain on lecturers who are expected to

operate With ratios as high as 50:1, pk
manage large classes with minimal resources. The sheer volume of students under their

supervision limits meaningful engagement, reducing the quality of mentorship and instruction.
Furthermore, Osaat and Ekechukwu (2017) submitted that lecturers’ workload influenced their

performance. The cited study concluded that excessive workload led to stress, which
aggravated and caused physical and emotional exhaustion, lack of concentration, frustration,
diminished effectiveness, lateness or absenteeism from class, anxiety and depression, among

others.

. 1 1S, g b
ng cot fronger admlmstrat
rkload an

Administrative responsibilities further compound the problem. Many lecturers
are expected to take on roles that should be managed by dedicated university
administrators, including curriculum planning, student affairs, and accreditation
pocesses. This additional burden detracts from their primary responsibilities and
CXacerbfites the stress associated with their roles. The absence of institutional
E“hanlsms to support faculty well-being means that many lecturers are left to navigate
fr;ss g‘e}“enges alone, leading to chronic stress, fatigue, and ’eventua! disepgagement

eir work. Other studies have discovered a strong negative relationship between

lec ,
al.,m?fgrlsl workload and their productivity (Amini-Philips & Okonmah, 2020; Shah et
). This evidence implies that an increase in workload allocated to staff is

a. Over time, the relentless

Conneg 2
emanézdpt&s C(liechne in their job performance and vice vers i -
°Dportumties.e .On_faQUIty members erode their motivation, pushing them to st 1
Uporteq, | 19 Institutions where academic work is more structured and adequa 6‘1}{
Ontinye ¢, dl;;ll Nigerian universities address this unsustainable workload, burnout ‘;’;
e diminiﬁnfg"-‘t‘“ylmmover, weakening the nation’s higher eﬁpoaﬁ:gessc/zfguded
' s i ies

global standing. On the contrary, some Stu T o eaching

StreSs Ie .
_researchsellt};lng_ from the workload of lecturers positively influenced t i l6)
ectiveness to a significant extent (Larestan, 2020; Usoro & EfuX, '
among lecturers:

am0u
Mt of workload led to a higher degree of job performance
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- «orcities also contributes to staff tumover ang
. . Nigerian universities also : - o
The chronic underfunding Of ﬁe eritical role that higher education plays in nationg]

academic brai s have consistently failed to allocate sufficient financia

i men B
dcvclopmﬁt{hi“:gt‘;sg‘éég?)‘:\ﬂ& 2023). The result is @ university system that struggles with
1esources

: . ing. delayed salaries, and an overall lack of
i i sufficient research funding, ' ‘ .
fnaqeql'm‘zlmsi;sptg:n;;:’:;ademic staff. Unlike dcvclgpcd_r}atlons }Nh:;g higher educa:nqn
mstﬁ;‘: I;ubstantial budgetary allocations, Nigerian un{vcrsmcs are tor ; tomc_)peratc within
:g(\}/cerc financial constraints, making it nearly impossible to attract and retain top faculty

membc:rs.one of the most visible consequences of underfunding is the deterioration of

L demic institutions Jack modem lecp{re halls, well-equipped
:g:gfgtge;nﬁn:uin;ﬁng?ﬁ :;:s, forcing lecturers to'work in cfmdltxon‘s that do not support
effective te,aching or research. Science and engincernng faculties, _“_’hlc? flg] heavily on
practical experimentation, are particularly affected, as mary umx;c.ll;s’utlesakac acag necessary
equipment and materials for students to gain hands-on experience. 115ft mal ﬂclts hmc work
frustrating and uninspiring for faculty members, many of whom are left wi dno choice but to
seek opportunities in countries where research f‘aClll!leS are world-cl‘ass and adequately funded.
This was supported by McClure (2024), who identified underfunding as one of the causes of

iversi over.
umverSltYASLaOftfht::n major consequence of underfunding is the inability of u.niversities to pay
competitive salaries and benefits. Many lecturers face salary delays, }Nhﬂe c.>thers receive
wages that do not reflect their qualifications or experience. This financial insecurity contributes
to job dissatisfaction and serves as a strong push factor for- faculty members seeking S.tabllfty
abroad (Times Higher Education, 2024). Without urgent intervention to increase university
funding, Nigeria will continue to experience a mass exodus of academics, further weakening

its higher education system and reducing its ability to compete globally.

Inconsistent and Unreliable Policy Implementation

The persistent inconsistency and unreliability of policy implementation in Nigeria’s higher
education sector have significantly contributed to faculty turnover. Universities thrive on
stability, long-term planning, and well-structured policies that ensure sustainable growth.
However, successive Nigerian governments have demonstrated a pattern of introducing
education reforms that are either poorly implemented, inadequately funded, or completely
abandoned due to political transitions. Ogunode and Adah (2020) observe that the obvious
policy inconsistency is a factor preventing the smooth and effective implementation of
educational policies and school programmes for the achievement of goals and objectives. The
absence of a coherent and enforceable policy framework has created an environment of
uncertainty, leaving many acadernics with no choice but to migrate to countries with strucfured
and predictable academic systems.

The most glaring example of policy failure is the repeated failure of the Nigerian
%Ovmﬂ":]mt to honour agreements with the Academic Staff Union of Universities (ASUU)
in;’;rrm; ﬁg’r; %chgd}zés engaged in multiple industrial actions to demand better salane::
el vorin s ad s s ning The 209 Fster) v
research funding Cf;mminnen(;:t ned salary ad]us!ments, infrastructure improvements, ’?ﬁe
failure to fulfil these promise ,hremams largely unimplemented 1o than a dec?.de e ic

s has led to frequent and prolonged strikes, disrupting acaden!

Iciillst[;:fercsl ?;d t;?d;](gﬂ:su st between faculty members and the government. Many Jectuuers,
chosen to leave the s cycle of negotiation, agreement, and non-implementation. s

system entirely in search of stability. Terhemba, Jacob and Ahaofu (2021)
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e of education has been ineffective due to poor implementati
od that ‘“anﬂlb py policy instability. tttahiort of
Ay causes nts, other policy initiatives aime :
e el gy agreements, B s, The aimed at improving faculty
e ey v funding have suffered similar fates, The Tertiary Education Trust Fy |
jversity ide research grants and infras St Func
o umq ._qmbllshc‘j o pmv;dc !LSC;\IC]\ grants dnq lpfmslructurc development for
gl ) WS 'l‘ it has made some impact, burcaucratic inefficiencies, delays in fund
1 / C : v \ I o ' ¥
11 Ilegations of mismanagement have prevented many faculty members fr(,l:n
() ¢ ¢ o \ 1
i programmes Rusc‘mch.ggants: which should be accessible to qualified
ten caught in layers of administrative bottlenecks, discouraging scholars fro
s, arc © caking research within Nigeria. >irom
’ 2 . 4 ( " L]
GAMEE o rding 10 Eru, Ogi and lkp_t, (2019), after sS:vcrdl revisions of the National
A ACEduC'ﬂi"“' none of the cdn‘lons of the National Policy on Education has
ey O gressed the problem facing the educational operations in the country
ot )h:m‘-'c in education policies with each new administration also contribute to
" chang g v o )
B Nl,‘:n o Tnsen dof bu1!dmg on existing frameworks,' successive governments often
sm‘i;“ - olicies that cither contradict or render previous ones obsolete. This lack of
el : : : B
atrd luin' Jffects everything from fagulty prqmoflon structures to university funding
continte o long-term academic planning impossible. In contrast, countries with

anismIS, & : ' :
mallgsr‘t; plished higher education ;_)011c1es—such as the United States, Canada, and
wd __maintain stable academic frameworks that allow universities to function

.Gfi:;:ﬁenﬂy of political instability. Nigerian academics, aware of this stark difference,
;nrcincreaSingly opting to relqcate to c_ountnes where policies are predictable, reliable, and
onsstently enforced. The fall.ure to unplement structured, enforceable, and well-funded
licies has left Nigerian universities in a state of perpetual crisis. Faculty members
canot plan their careers with confidence, research remains underfunded, and
often stall before completion. Without a clear and reliable

ffastructure Projects , b :
commitment £0 higher education reforms, Nigeria will continue to lose its best academics

(0 institutions that offer stability, structured career growth, and a well-defined policy
framework that supports faculty development. Little wonder then, Lawal (2020) in his
escarch found that despite the great potential evident in the educational enterprise, these
haphazard and short-term approaches to the formulation and implementation of policies
have only moved our educational system from a promising to a warped and tumultuous

one.

Political Interference and Weak Institutional Autonomy

The erosion of institutional autonomy in Nigerian universities due to persistent political
interference has significantly contributed to faculty turnover. Universities, by design, should
operate as independent centres of knowledge production, free from political manipulation and
external control. However, the Nigerian higher education system remains highly politicised,
with government influence extending into faculty recruitment, promotions, research funding,
a{’d administrative decision-making. (Udida, 2009) Noted that some individuals appointed as
Vieechancellors of some universities are weak, not competent and lack administrative
‘S’;‘gfl}lﬂ. This persistent interference undermines academic freedom, disrupts institutional
sability, and fosters a climate of uncertainty that compels many Jecturers to seek opportunities

in g .
andm‘)re autonomous academic environments abroad. According to Schmidt (2006), presidents
govemors often handpick vice-chancellors to bring public universities under partisan

mance structures

0
op[;:’é \I:i tl<1:0nIrast, uniyersities in countries with strong academic gove ® § utionsl
Sions are n():aiiar" merit-based leadership selection processes, ensuring_that ISt
o ¢in the best interest of academia rather than political gxpedlenc);' omotion
Plotesses whemmem Interference is also evident in faculty recruitment and P P
» where appointments and career advancements are often tructed bY

bs
bureayeryy delayed or 00
lic bottlenecks, Elujekwute (2019) stated that vice-chancellors are appointed by the
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. . oot autonomy, academic freedom and ung
grode public l:::;lrtﬁt:)? the publiz universities, thercby ]OWcﬁ;I;
in the m;ngi [n many instances, political actors influence hiring
P taﬂ]izged. candidates in favour of indivjduals with political
decisions, 51dc!mm s morale among lecturers who see their career progression
affiliations. This undem{“tril to academic excellence. Unlike in dcvclf)pcc} C(-"'unff'lcs', where
hindered.by factOfs unﬁ3 a ntrol over faculty hiring and promotions, Nfgerllan mSt‘ltUtlons it
universine.s exercise fil ;30 roval from government agencies, crez_ltmg inefficiencies and
often _subjeqt to extem;i ?t)izfacﬁon among academics. Political mtcrftergnce in tertiary
fostering \A{ldesl?fe%d 551 d to poor governance and ineffective leadership in many tertiary
institutions in Nigeria has led 1 P Atobauka, & Ayoko (2023) and Okoli (2016b,

instituti . Ogunode, / «
e il 8 4 university appomtments and decisions are made

: here many ke “ y 5
20:53) afl?:euﬁli?/tegig’n ?nrir\;;ocracy ‘s eroded and replaced with nepotism, godfatherism,
outside ;

i i tem where the most eligible

i iti tronage. This usually results in a sys .
lobbyng anﬁl;g];itf:tlra]z:d andgleﬁ without promotions (A5'51e-Lumumbz}, 20(?5)‘ Ogunode &
%e::r?:kt (2021) observed that political influences are 2 major problem hindering the effective

planning of university education in Nigeria.

President/govemor to
olitical interference 10
groductivity and academic S

f Talent Exodus on Nigerian Universities e o

academics from Nigerian universities has had profoun implications for
g;gfg::;;gfr:uggm institutional stability, ar_ld nati-onal develf)pm.ent. Ogb.u, (2019).The
Literature identifies several key consequences, lpClllldmg a ::(c::;me in teaching standards,

ut. and disruptions to institutional governance.
Gt mlgzirlfr}lleoililtpT:aching QEality and Student Learning Outcomes: The continuous
exodus of faculty members from Nigerian universiticts has s‘igmﬁcantly_ we?kened th'e quality
of teaching and student leaming outcomes. A university’s primary ﬁ.}nclmn is to provide high-
quality education, mentorship, and knowledge transfer, but as .expenenced lecturers leave, the
ability to fulfil this mission becomes increasingly compromised. The shortage of qualified
faculty members has led to overcrowded classrooms, reduced student engagement, and a
decline in the overall academic experience. Ogunode and Ishaya (2021) also averred the
negative impact of talent exodus on teaching and leamning in Nigerian universities. The long-
term consequence is the graduation of students who are not adequately prepared for the
demands of the workforce or further academic pursuits, ultimately weakening the nation’s
intellectual and professional capacity.

The loss of experienced faculty members also disrupts curriculum continuity.
Lecturers who leave often take with them years of expertise and specialised knowledge that
cannot be easily replaced. As a result, universities are forced to rely on adjunct faculty, part-
time lecturers, or overburdened junior academics who may not have the same level of
experienc_e or research background. This inconsistency in teaching faculty affects the depth
and continuity of course delivery, causing syllabus gaps, outdated course content, and 2
frag‘ment-ed learning experience. In technical and research-intensive fields such as medicine;
engineering, and applied sciences, this lack of continuity can have serious implications, &
Students may graduate with theoretical knowledge but little practical experience due
inadequate supervision and mentorship.

v st e on el o pry T
lecturers who may laCk.teachin o hill vacancies, universities frequently. reso e
institutional curriculum. This | g e seeIC L KpeClies, B it WZdemiC
Stendardiation, and 5 d«l:clin: leads to inconsistent assessment methods, 2 lack of ac i
teaching quality ultimatel allﬁovera]l educatlonal'quahty_ (Emeghara, 2013), The . ess.
mployers increasingly r Y . ﬁf:CtS student leaming outcomes and career PreparT™
ly report that Nigerian graduates lack critical thinking skills, rese%®
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" N R has led to a significant decline ip ‘r.?)fodus of facul
< W:C ek ; onglml?g r_cs?ﬂrcl{ projects. Many lcctucrsecrifchhproductivity,
gt ostigator® or key collaborators in university-led research iy who leaye
q‘m‘iml "']T ssearch is either abandoned or slgmhcnntly delayed partic
e y studies Jaboratory experiments, and intcrd,isciplir:

el ) ;
- jong- ic environm . ,
r&ﬂm W l-hmdcd academic ents where research contify

ty

, are
atives, When they
ilarly in fie] g that
ary gollaboration.
a wel oos lack the insti,tmional structures to ensure that ulitr}(l)' ; PinTiti.SCd,
yiger® gy after @ faculty member’s depa“F‘re' 28 2 resilt, many promjizfts’ e
aneS o feft incomplete, further reducing Nigeria’s academic impact Ogﬁhr:;i{)d;

a

& avours & ..
“nd‘a\ozqdub“ko and Nwaka 2024) Sun}larly, the loss of faculty members has led t
@ U qecline in research publications from Nigerian universities. High-qua?it;

i output requires cans;stetrll_t ;nentors(linp, access to resources, and a supportive
B gonal environment—all 0T WHICR are uy ?ngmed by faculty turnover. In many cases
iyt . take their expertise to institutions abroad, where they publish und ,
d??‘;; liat further decreasing the visibility of Nigerian universities in g};gbz
i‘;;gmic databases- Countries that have.succe'ssﬁl!ly developed their research sectors, such
'« China and India, have done so by investing in faculty retention, expanding research
f:m g and prondII}g s'.cr.ucture.d career advanf;ement opportunities. Without similar
reforms, Nigerian universities will remain marginal players in international academic
tability and Leadership Gaps: The ongoing exodus of faculty
s has significantly contributed to institutional instability and
eadership deficiencies, disrupting the governance and strategic direction of higher education
isitutions. Universities rely on experienced faculty members to provide academic leadership,
gide institutional policies, and mentor the next generation of scholars. However, as these key
ndividuals leave, the system becomes fragmented, disorganised, and unable to functpn
effetively. Akporehe (2022) described this issue as a disturbing phenomenon that is affecting
nsitutional stability. The departure of senior academics weakens m.stltutlor{a! structures,
disnupts policy continuity, and reduces the effectiveness of _adm1mstrat1ve decision-making,
kaving universities vulnerable to mismanagement and stagnation. i

Leadership instability is further compoun@ed by.t.he pohtlclsatl;); Ocl?:rz:llors
govemance, where appointments for key administrative positions, Su(j’ = lc:;it With the
ad deans, are often influenced by political interests‘rather than aca emlocr ;nsuséeptible =
departure of experienced faculty members, universities become €ven il

d : T ake decisions
€xtenal . ; an ducin, therr ability to m X .
' S e e . 1Fceontras%, institutions in countries like

M the best inger : I
est of academic development. 1 !  that allow
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x;versxties to function independently of govemment influence, eg:;lsnalgo e dersip
Sategic continuity. The shortage of experienced faculty mEMb==" " demics serve as

AWM T optes ; v
S in critical academic and administrative positions.

laye, (;{ldepal’[ments, research directors, and mentors florﬂ{:g Jeadership 10
iﬂeﬁi’ciener-e are often no qualified replacements to
epamnemes In faculty administration, disorg? i
ing itn tz.ll coordination. The result is 2 university e))l(ce s
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Advancing ¥

lent Exodus e
Pvrﬁipet;ts '052 :;aof ot el Nigerian universities 1s widely acknowledged as a Crisis,
While the 1

. : at it is not as detrimental as claimed. These perspectiy
some 0pposing vproﬁf):“i%g: S,:;t}lllral occurrence, that universities can function wli)th parets.
arguc that f.aCUIty ;flfgraml {hat financial constraints limit the possibility of increasing academic
time ?nd ad.luncctrS Some of the prospects of talent exodus identified include:
salaries and ﬁnll lng.nt Opportunities for New Academics: While the exodus of experienced

Employment Up -0 universities presents numerous challenges, it also creates

members from Niger : :
f;c:;?umities for new and early-career academics (o enfer the systiecn, Patista, Lacuesta, and

: 1o discussing the brain gain hypothesis, revealed a sizeable positive
i\r/;;eat:;tteo(fz t(:\ieﬁgt :;::iiis on educﬁtional attainment. Testing the ‘brain gain’ hypothesis as
senior lecturers, professors, and research c_:xperts leave for better opportunities ?broad,
vacancies open up within universities, allowmg younger scholars to take on academic roles
that might have otherwise been unavailable. Imiera (2024) affirmed that talent exodus can
serve as a gateway for a new generation of academl'cs t_o gain employmegt, advance their
careers, and introduce fresh perspectives into the Nigerian higher education system. This
allows universities to inject new energy into teaching an.d research, as younger faculty
members bring contemporary knowledge, emerging research interests, and innovative teaching
methodologies into their fields. The above is one of the prospects of talent equus, as averred
by Crush and Frayne (2018), that migration should not always be viewed from a
negative point, as there is a confirmed positive relationship between talent exodus and
devélopment.

Acquisition of Advanced Skills and Knowledge: The migration of Nigerian
academics to foreign institutions also presents an opportunity for the acquisition of advanced
skills, knowledge, and research expertise that can benefit the country in the long run.
According to Kamoche (2018), in his study on contemporary developments in the
management of human resources in Aftica, there is every possibility of benefiting positively
from the talent exodus. Many of the faculty members who leave Nigeria for universities in
North America, Europe, and Asia gain exposure to cutting-edge research methodologies,
innovative teaching techniques, and access to world-class facilities that are often lacking in
Nigerian institutions. If properly hamessed, this experience can catalyse academic and
institutional development, provided that returning scholars are given the necessary support to
reintegrate and apply their expertise within Nigeria’s higher education system.

If returning scholars are given the right incentives, they can transfer this knowledge

to their home institutions, helping to modernise Nigeria’s research landscape and improve the
quality of academic output.

Reduced Population Pressure on Universities

The exodus of faculty members from Nigerian universities presents an unintended benefit of
; itil:}sorar)_f rec!u'ctlon in population pressure on overstretched academic institutions.
exfeedi?] “‘;’n‘:if;ll:}es l;ave 101?g struggled with overcrowding, with student enrolments far
gy coﬁrse off rliina capacity. The depf:lrtyrc of faculty members sometimes leads (0
airlrrad certaings and enrolment restrictions, thereby reducing the number of students
existing resources a“gmgrﬂmrpes. This, in turn, allows universities to better manage ﬂ’.e“
conditions for the’stud iy bls fac:ulty more effectively, and slightly improve learmngf
tuming brain drgin inf:tls) who remain. The above-mentioned point affirms another Wa)’_‘;s
Abroad (SANSA 2018) raX]n gamn as revealed by The South African Network of Slli(ﬂ
improvement in ;tudent-io-] g Impact of reduced population pressure 15 2 s .
Nigeria's already severe ecturer ratios, though this effect is often marginal due
universities are forced to lli:{fi:?f Sh.ortages- In some cases, as faculty members 1cz_1ve£
S8 Sizes or restructure departments, which may result it
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48 universitjog
/\dditionally,
urces towar
ents in some
ance teaching methods,

z:ﬁ'iﬂli‘f‘“":_ ey invest in strengthening their academic slruct;;'léls Oflly e alsed i

gsiis JCVER T wposed by faculty tumover father than merely
ﬁfﬂ:rrvto the constraints 1Mpos Yy cr.
i

. e

md:‘;:ﬁ of academic ta.lent from ngenan universities presents one of the greatest
mvc :\ o the country’s higher education system, Faculty turnover has led to a decline in
:an,:v ality, reduced research output, weakened institutiona] stability, and a diminighin
m‘ixfmm in academic discourse. The loss of experienced .
giova! P+

: of lecturers not only disrupts the
* i of academic programmes but also limits mentorshi
SO

Ip opportunities for students,
50 in graduates who are less prepared for the demands of an evolving global workforce,
:?:;w{mf& the absence of a strong research culture, caused by faculty migration, stifles

covation. leaving Nigeria increasingly dependent on foreign technological and scientific
ﬁ.‘mmts.

While there are some short-term benefits, such as employment opportunities for new
sademics, exposure to advanced research environments, and temporary reductions in student
svercrowding, these advantages are overshadowed by the long-term damage caused by brain
&z Countries that have successfully mitigated faculty tummover, such as China, India, and
Sarh Korea, have done so through deliberate policy interventions, including competitive
slries, research funding, faculty reintegration programmes, and institutional autonomy.
Nageria must follow suit if it is to reverse this crisis.

© The government and university administrators must take immediate and sustained
xzuon 1o address the root causes of faculty turnover. This includes improving faculty
rmmeration, increasing research funding, enhancing working conditions, redqcing poliﬁf:al
mzrference, and establishing clear career progression pathways. Additiona_lly, pnplexpentgqg
Fogrammes that encourage returning scholars to reintegrate into.the'nge:nan university
$ysem can help convert brain drain into brain gain. The future of ngepa’s higher edu(':atlon
System depends on its ability to retain, support, and empower its academl,c vyorkforce. Wlth-OI:t
“eent reforms, faculty migration will continue to weaken the country’s intellectual ca}')litat,
mkir_lg it increasingly difficult for Nigerian universities to compete globally or contribute

lly to national development.

Suggestions

To miﬁgaw the effects of faculty turnover and restore the stability of Nigeria sdh1%lt1§;
Hlion  system, 5 comprehensive, evidence-based approach is require 'ediate
S0Vernment, university administrators, and relevant stake:holdfirS st te;kcz lggri?y The
an;j Srategic action 1o improve faculty retention and strengthen institutiona pReies
loviing "eCommendations are essential to reversing the brain drain crisis: rnment must
Improve Faculty Compensation and Incentives: The g;)\;e o il
"Mplement competitive salary structures that reflect the val::)using benefits,
Work, Regular salary reviews, perfomance-based mcennfS, adenis careers
and research allowances should be introduceq to ma le . ayments and
nancially vigble and attractive. Ensuring timely s ta 1.lglilig'ymotivating
introducing pension security measures will provide sta ,
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Wigeti iversities rather than seslin.
W Nigetian universi N seeking hag.
surers 10 TEMAIN within N1 R betrey

tics broad. y T
l“‘.w;ﬂh Funding and Infrastructure Development: Universifies
Increase

iate funding for research, m(xlcm laboratoties, and access 1
require adequatc 1s to compete globally. The government should expand the
i J;;’;; education, while institutions should ~actively seek
budget ‘for search collaborations and private-sector partnerships
international d'rc;. wources. Well-cquipped research facilities, reliable internet
improve fun ?:i;c;of-ihc'ﬂﬂ academic resources will enhance productivity,
accz:;f.]gﬂflfig’;:an scholars can conduct meaningful, globally competitive
ens -

ley
¢ ,m\-‘lt‘fl i

m!('ﬁliﬂlﬂﬂ?’l

r.cscf”ﬂl{,m Institutional Autonomy and Reduce Political Interference.
;‘,;'L\:tsili% must operate indcp_cndcntly of gov'cmmcntdin‘[]ucI}CC. pnrlicullnrly
in arcas such as faculty recruitment, promotions, and unldmg nllucm'xgm,
Ensuring that lcadership appointments are based on merit rat er than lp'nlmcal
considerations will improve govemance and enhance academic stability. By
reducing external interference, universities can make strategic, long-term
decisions that prioritise academic cxccl[c_ncc. rcsc:{rch. ad\{anccmcnt. and
institutional growth, fostering a system built on professionalism rather than
itical patronage.

{,)ocl\l'lctlct‘:[])p;tructﬁrcd Faculty Retention gnd Career Pro‘grcssiot.l Policies;
Establishing clear and transparent promotion processes .wl|ll provide faculty
members with structured career pathways. Universities should creare
mentorship  programmes, leadership training, qnd opportunities  for
professional development to retain skilled academics and prepare future
university leaders. Providing fair and merit-based opportunities for career
advancement will reduce job dissatisfaction and prevent faculty members from
leaving due to stagnation or lack of recognition for their contributions.

Create Incentives for Returning Academics: The Nigerian government
should establish reintegration programmes for scholars in the diaspora,
offering research grants, academic appointments, and tax incentives to
encourage their return. A well-structured programme, modelled after China’s
Thousand Talents Plan, could help Nigeria convert brain drain into brain gain,
Creating an environment that supports the reintegration of returning scholars
will allow Nigeria to benefit from the expertise and global networks they have
built abroad.

Expand Faculty Recruitment and Reduce Workload: Universities must
increase faculty recruitment efforts to address staff shortages and excessive
teaching loads. Hiring more lecturers, particularly in specialised fields, will
improve work-life balance and allow faculty to dedicate more time to research
and mentorship. Additionally, integrating  technology-driven leaming
solutions, such as digital classrooms and online resources, can help ease the

bprd'cn_ on academic staff and ephance teaching efficiency across various
disciplines,

Ensure Policy Consistency and Fulfilment of Agreements: The government
el ﬁhm‘;lsd Temain - consistent and legally binding. Succts‘slflq
e ‘inmb';"m abandon agreements made by their predecessors, ‘(.i
policy continyi ‘rlmlly.and lecgllty frustration. Implementing a strucf\;’l;cy
structures y ) mework will ensure that university funding, Sf‘,‘?l

» and faculty welfaye programmes are protected from politicd

changes, Creating a stable academic environment
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