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EXECUTIVE SUMMARY
Introduction and Context

The National Strategy for Public Service Reform (NSPSR) provides a common vision and
a long-term agenda to guide the rebuilding and transformation of the federal Public
Service. The NSPSR is comprehensive and long term and was initially designed to align
with Nigeria’s Vision 20:2020 with the objective of establishing the country among the
world's top 20 economies by 2020. For the short to medium term, the NSPSR focused on
providing the administrative capacity for implementing the Nigeria Economic Recovery
and Growth Plan (ERGP) 2017 - 2020 and ensuring consistency in service delivery
across the Public Service. Unfortunately, due to the lack of legal backing from the
Federal Executive Council (FEC), the draft NSPSR strategic document developed in
2017/2018 was not publicly published and delivered to Ministries, Departments, and
Agencies (MDAs). As a result, this current NSPSR draws on the reviewed 2017/2018
draft NSPSR document, and the designed Monitoring and Evaluation framework that
encapsulates data processing modalities and reporting protocols for the NSPSR.

The NPSPR's primary function is that of a coordinating mechanism. Numerous changes
are underway throughout the public sector, but not all of them are known outside of the
principal ministries, departments, and agencies (MDAs). Additionally, because there is
no central monitoring or assessment of change, there is little feedback and improvement
from lessons gained, as well as missed possibilities for efficient coordination of relevant
reforms throughout government. The NSPSR connects all of the disparate strands of
Public Service reform in order to improve links, ensure communication, and implement
effective monitoring, reporting, and evaluation of changes.

The NSPSR vision is “A world -class Public Service delivering government policies
effectively and implementing programmes with professionalism, integrity,
excellence, and passion to secure sustainable national development”.

The NSPSR is a long-term strategy with a phased implementation plan to achieve world-
class Public Service. There are three main phases:

« Reinvigorating the Public Service with emphasis on critical institutional changes,
restoring professionalism and client focus, and delivering effective basic services by
2018.

« Transforming the Public Service into an efficient, productive, incorruptible,
and citizen-centred institution by 2021.

« Attaining world -class level of service delivery in the Public Service by 2028.




1.2

Figure 1 below presents the long term perspective of the NSPSR. The target dates set out
the points when all MDAs should complete each phase. However, different parts of the
Public Service are at different stages already and will move through the phases at a
different pace.

Fig1: LongTerm Perspective for theNational
Strategy for Public Service Reform
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The NSPSR has four pillars namely: (a) an enabling governance and institutional
environment; (b) an enabling socioeconomic environment; (c) public financial
management reform; and (d) civil service administration reform. There are significant
linkages within and across these pillars. Also, it is important to recognise that these pillars
represent different aspects of the reform process, as set out in Figure (ii) below. Pillar 1
represents the wider governance and institutional environment in which Public Service
reform is undertaken. Reforms under Pillar 1 are aimed at ensuring that the governance
and institutional environment is conducive to reforms in the Public Service. Pillar 2 is the




core of the reform programme. It reflects the strategic thrust of Vision 20:2020 the ERGP
(2017-2020) and the National Development Plan (NDP) 2021 — 2025, which has since
superseded the ERGP and is focused on attaining Nigeria's total social and economic
development through policies, programmes, and Public Service delivery. Pillars 3 and 4
are more internally focused on the workings of the Public Service namely public financial
management in Pillar 3, and the management of the civil service (human resources and
operational processes) in Pillar 4.

Reforms need to be taken forward in all four pillars, in a coordinated manner, if the
overall vision of NSPSR is to be achieved.

Figure (i): Relationships between the 4 Pillars
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For each of the four pillars of the strategy, there is a clearly stated development objective,
as well as key target results to be achieved through a number of building blocks. The
strategic features of each of the pillars are outlined below, including some illustrations of
the defining characteristics envisaged by the end of each of the three phases.

Pillar 1: An Enabling Governance and Institutional Environment

The development objective for this pillar is to create a governance and institutional environment that
enables Public Service institutions to deliver public goods and services with integrity, transparency,
and accountability and in accordance with their mandates. To achieve the objective, six key target
results are envisaged: (i) clarity in governance architecture as it affects inter-governmental relations
and Public Service administration; (ii) enhanced accountability and citizen participation; (iii)
transparency and zero-tolerance for corruption; (iv) an efficient and predictable justice system; (v)
the provision of safety and security and the prevention and management of conflict; and (vi) effective
coordination of governance reforms.




There are nineteen building blocks for achieving the target results. For example, to achieve
transparency and zero-tolerance for corruption, there are six building blocks namely: (a) maintain
efficient and effective institutions responsible for anti- corruption and transparency; (b) revise and
enforce ethical standards for the Public Service; (c) provide anti-corruption education with emphasis
on ethics and integrity, (d) strengthen preventive mechanisms in the fight against financial frauds
rather than focusing mainly on curative and punitive measures; (e) take steps to ensure full
enforcement of National Anti-corruption strategy, and (f) institutionalise sustainable remuneration
system and benefits for public servants to reduce space for corrupt and unethical practices.

Figure (iii) provides illustrations of the defining characteristics (key outputs and/or
outcomes) of the changes at the end of each of the three phases of the NSPSR, under
the first pillar.

Figure (iii) — Select Defining Characte ristics of Pillar 1 at the end of Each Phase of the
NSPSR

Pillar One

World Class
by 2025

High degree of cooperation between

Transformed Fedgral an'd State govemments in

by 2021 improving service delivery.
Level of responsiveness to requests
under FOI is high.

Nigeria’s ranking on Transparency

International Corruption Perception
Index significantly improved.
Safety and security environment
encourages growth and development.

Framework for more robust IGR systems and results developed.

Reinvigorated Revised Public Service Rules and Regulations and decision made on need.

by 2018 for new Public Service Act.

Full financial independence of justice system.
Increased collaboration between the Police and other security agencies to contain
insurgencies and crime.
BPSR ensuring effective coordination of NSPSR implementation.




The following are some strategic priorities that will result in significant improvement in the
governance and institutional environment of Public Service administration.

= Develop framework for more robust Intergovernmental relations (IGR) systems
and results.

= Push strongly for enactment of pending Public Service Bill to ensure a more robust
legal framework for Public Service management and professionalisation.

< Empower and support the capacity building of civil society organisations (CSOs)
to better understand issues around policy-making, planning, and budgeting
processes, and monitoring.

» Develop strategies and plans for progressive reduction of corruption and continue
to promptly punish exposed corrupt officials.

= Develop and implement anti-corruption communication strategy based on the
information, education, and communication (IEC) programme with emphasis on
integrity and ethics.

= Improve strategic coherence between parent Ministries and parastatals, enhance
oversight of parastatals and focus on improvements to parastatal delivery.

» Coordinate and share information and data among security institutions.

» Implement the provisions of Public Service Code of Conduct and Ethics to bring
about change in the work culture.

Pillar 2: An Enabling Socio -Economic Environment

The development objective for this pillar is to create a socioeconomic environment that
enables accelerated, inclusive and sustained economic growth and poverty reduction
through institutional pluralism and inclusive participation of vulnerable groups (women,
children, persons with disabilities, older persons, and family units) in decision-making
and in the delivery of Public Services. Six key target results are envisaged: (i) enabling
policy environment for accelerated and sustained high rate of economic growth; (ii)
enabling policy environment for economic diversification and national security; (iii)
enabling policy environment for poverty reduction; (iv) enabling policy environment
for robust and sustainable employment generation; (v) enabling policy environment for
optimal returns/benefits from government and private sector investments; and (vi)
enabling policy environment for enhanced and diverse participation of non-state actors in
the delivery of public goods and services. There are two to four building blocks aimed at
achieving the respective target results and a total of 17 building blocks in all.




For example, the four building blocks for achieving the target result of creating an
enabling policy environment for poverty reduction are: (a) create strong infrastructural
base with emphasis on power/electricity, water, transportation, and pro-poor
infrastructural facilities; (b) create environment for integrated rural development; (c)
develop social protection policy and implement effective social safety-nets; and (d)
promote sound management of the environment for optimal socioeconomic
development.

Figure (iv) provides illustrations of the defining characteristics (key outputs and/or
outcomes) of the changes at the end of each of the three phases of the NSPSR, under
the second pillar.

Figure (iv) — Select Defining Characteristics of Pillar 2 at the end of Each Phase of
the NSPSR

Pillar Two

World Class
by 2025

Transformed Demonstrated increase in domestic and foreign
by 2021 investments in infrastructural facilities.
Electricity market is fully private sector driven

Local government authorities' capacity for planning and
plan implementation strengthened.
A National Social Security Policy (NSSP) developed and
implemented.
Capacity to regulate PPP built and strengthened.
Relevant international laws, treaties, etc. domesticated.

An integrated rural development strategy developed and implemented.

A system for continuous research and M&E of policy outcomes and impact
Reinvigorated . .ins.talled in MBNP.
by 2018 Reform and privatization of the power sector fast tracked.
Appropriate policies and guidelines for PPPs in non-infrastructure sectors
developed and implemented.
The National Action Plan on Employment Creation (NAPEC) fully
implemented.
Sustainable Development Goals (SDGs) Act is enacted and operating.




The strategic priorities under this pillar include the following:

. Strengthening socioeconomic policy development, implementation and
coordination and ensuring macroeconomic stability.

. Installation of a robust system for policy research, monitoring, evaluation, and
reporting on development outcomes centred at the Ministry Finance, Budget
and National Planning (MBNP).

. Building the capacity of officers for planning, budgeting, monitoring, and
evaluation across MDAs.

. Promotion of economic diversification with emphasis on agriculture,
manufacturing, and solid minerals development.

. Creation of a strong infrastructural base with emphasis on effective electricity
supply, multimodal transportation system, and water supply.

. Development and implementation of appropriate policies and guidelines for
public-private partnerships (PPPs) in non-infrastructure sectors.

. Development and implementation of a well-considered National Social Security
Policy in terms of coverage, funding, and sustainability.

. Promote sound management of the environment for optimal socioeconomic
development.

. Development and implementation of a policy framework and guidelines for
women empowerment and for the promotion of diversity (especially women and
other disadvantaged groups) in outsourced delivery of public goods and services;
and

. Promotion of national security by bringing terrorists activities under control and
restoring peace in the land.

Pillar 3: Public Financial Management Reform

The development objective in public financial management reform is to achieve strategic,
efficient, and effective mobilisation, allocation and use of public resources, fiscal discipline,
transparency, integrity, and accountability through timely reporting. The pillar has four
main target results: (i) sustained macro-economic stability; (ii) strategic allocation and
results-based budgeting of funds; (iv) efficient management of resources, accounting, and
reporting; and (v) integrity in the use of public funds. These target results will be achieved
through 18 building blocks. For example, to effectively ensure integrity in the use of public
funds, there are five building blocks: (a) implement fully the Public Procurement Act and
subsidiary rules and procedures; (b) enforce Public Service rules, financial regulations,
and extant circulars; (c) strengthen public expenditure oversight and watchdog institutions;
(d) modernise internal audit function across all MDAs; and (f) strengthen the role of non-
state actors in monitoring and evaluating public expenditure allocation, use, and
accountability




Figure (v) provides the defining characteristics (outputs and/or outcomes) of the changes at
the end of each of the three phases of the NSPSR, under the third pillar.

Figure (v) — Select Defining Characteristics of Pillar 3 at the end of Each Phase of
the NSPSR

Pillar Three

World Class

by 2025

Transformed . .
by 2021 . Organlc_ Budget Law in place . .
GIFIMS interfaced with all key PFM systems including
IPPIS, CS-DRMS, FIRS, Customs, NNPC and DPR for
efficient management of resources, accounting, and
reporting.
IPSAS Accrual adopted and in use.
VFM audits conducted in MDAs by internal audit units
and OAudGF.

Fiscal Responsibility Act reviewed and amended.
New Finance (Control and Management) Act in place
Reinvigorated Budget Calendar with responsible entities for each activity approved and in
by 2018 use.
NCOA updated to reflect the recent changes in administrative structure,
sectors, and programmes.
Treasury Single Account (TSA) system operational and ensures effective
funds management and controls across all MDAs.

The strategic priorities in public financial management (PFM) include:




» Amending the Fiscal Responsibility Act to improve the existing provisions for fiscal
transparency rules and to include measures to enforce compliance.

« Setting defined roles and responsibilities, providing information/documents from
the Executive to the Legislature, and establishing timelines for performing specific
activities of the budget process — Enact Organic Budget Law.

« Updating the NCOA to reflect the changes by the current administration on the
administrative structure, sectors, and programmes.

= Developing comprehensive framework for administration and monitoring of
waivers and exemptions.

» Strengthening and deepening the Nigeria Extractive Industries Transparency
Initiative (NEITI) to continue to play its role of developing a framework to promote
transparency and accountability in Nigeria’s extractive industries (oil and gas
sectors inclusive).

= Building capacity for planning, budgeting accounting, reporting, and auditing staff
across MDAs.

= Making information on allocation and use of public funds more readily accessible
to non-state actors.

Pillar 4: Civil Service Administration Reform

The development objective of the civil service administration reform is to reinvigorate and
transform the civil service of the Federation into an efficient, productive, incorruptible,
and citizen-centred (EPIC) institution with the capacity to deliver government policies
and programmes. To this end, six key target results are envisaged: (i) effective
governance and management of the civil service as an institution; (ii) organisational
efficiency and effectiveness; (iii) professional and results-oriented civil service; (iv) well
motivated civil servants; (v) improved competence of civil servants; and (vi) accountable
and results focused workforce. There are 18 building blocks identified for accomplishing
these target results. For example, to have professional and results-oriented civil service,
there are four building blocks: (a) strengthening merit-based recruitment and promotions
system with clear guidelines for implementing Federal Character principle; (b) promoting
professionalisation of core cadres in the civil service; (c) installing an effective
performance management system; and (d) undertaking a comprehensive job evaluation
of the Public Service.




Figure (vi) provides the illustrations of the defining characteristics (key outputs and/or
outcomes) of the changes at the end of each of the three phases of the NSPSR, under
the Pillar 4.

Figure (vi) — Select Defining Characteristics of Pillar 4 at the End of Each Phase of
the NSPSR

Pillar Four

World Class

by 2025

Civil service is transformed into an efficient,
productive, incorruptible, and citizen-centred
Transformed (EPIC) institution.
by 2021 Discipline is effectively restored throughout the service,
IPPIS is extended to all MDAs.
All MDAs implement plans for improved organisational
performance.

Civil service pays levels comparable to top 5 African
economies & reviewed periodically.
Bureaucracy in service delivery minimised with
delegation of functions.

Leadership role of the OHCSF is strengthened.
IPPIS extended to substantial number of MDAs.
Reinvigorated Competitive pay to attract and retain the best and brightest is in place.
by 2018 Merit principle, with due cognisance of Federal character principle, is
effectively restored.
Training of civil servants is policy-driven and needs-based.

An effective performance management system is installed and implemented.

The strategic priorities in civil service administration reform will include:
» Reviewing and updating of Public Service Rules and Regulations.
« Institutionalising the performance management system.
« Developing comprehensive job evaluations.




« Strengthening work ethics and accountability and improving motivation.

« Ensuring mastery of basic information communication technology (ICT) skills,
supported by appropriate equipment across the civil service.

« Deepening Integrated Personnel and Payroll Information System (IPPIS) by
ensuring that it is rolled out in all MDAs and achieving a fully functional integrated
personnel and payroll information system.

Monitoring and Evaluation Framework

The NSPSR Monitoring and Evaluation Framework is intended to support the effective
delivery of the NSPSR and to enable achievement of its objectives through the deployment of
an effective monitoring and evaluation strategy, tools, approaches, and methods that will
ensure optimal delivery of the Strategy. The objectives of the framework include:

e Establish monitoring and evaluation accountabilities for the NSPSR stakeholders,

e Establish key results (outcomes and outputs) of the NSPSR that need to be
monitored and evaluated to achieve the objectives of the strategy,

e Identify, agree, and present the performance indicators for each level of results with
baseline values and targets to be achieved in respect of each indicator,

e [Establish and present the data collection methods, reporting frequency and
responsibility for the data collection,

e Identify and present the relevant evaluations that need to be conducted in the
implementation of the NSPSR to learn “what works and what does not” in the course
of the delivery process of the NSPSR and to guide the strategy implementation
overtime.

Risks and Mitigation

An ambitious, comprehensive Public Service reform (PSR) strategy comes with many
risks. Some risks are linked to the institutional and political environment, other risks are
linked to leadership commitment, implementation capacity, financing of reforms, and
reform fatigue. Two examples of ‘high’ risks are possible opposition and delay in the
legislature in respect of institutional reforms that must be enacted into law and weak
technical leadership and coordination of strategy implementation. The key mitigating
measures for the risks identified include government ownership of the strategy
development process, a realistic and affordable programme costing, and an
implementation strategy that includes decentralised responsibilities and accountabilities,
establishment of Reform Coordination Department in key MDAs, effective strategic and
technical coordination, robust monitoring and evaluation (M&E) and reporting system,
effective change leadership and management, and a strong information, education, and
communication (IEC) programme.

Implementation Strategy
The overall NSPSR implementation leadership and management framework has the




3.3.2

Presidency as the locus of the overall leadership and coordination of the NSPSR
implementation. The mandate of the Steering Committee on Reforms (SCR) includes
providing technical leadership for reform in terms of planning, design, and implementation,
and initiating reform activities across the Public Service. The Bureau of Public Service
Reform (BPSR) coordinates Public Service reform. BPSR reports to the President
through the Office of the Secretary to the Government of the Federation (OSGF) and
provides the secretariat to the SCR.

Four senior government officials who head institutions at the centre of government will
take on direct implementation responsibilities:

. The SGF chairs the SCR and will also lead and coordinate implementation of
Pillar 1.

. The Minister, Federal Ministry of Finance, Budget, and National Planning
(FMFBNP) will lead and coordinate implementation of Pillar 2. FMFBNP will
ensure effective linkage to the MDAs leading sectoral reforms that contribute
in particular to the Nigeria’s National Development Plan (NDP).

. The Federal Ministry of Finance Budget and National Planning (FMFBNP), will
lead and coordinate implementation of Pillar 3.

. The Office of the Head of the Civil Service of the Federation (OHCSF) will lead
and coordinate implementation of Pillar 4.

. The National Bureau of Statistics (NBS) will lead and coordinate data collection,
data quality assurance, data analysis, monitoring, and evaluation.

There are six key features of the implementation strategy of the NSPSR:

l. Decentralised Responsibilities and Accountabilities

Although the lead central institution for each pillar is set out above, MDAs remain
responsible and accountable for delivery of each of the key outputs under the various
building blocks. BPSR will monitor implementation and achievement of outputs, supported
by a Reform Coordination function in each of the MDAs. National Bureau of Statistics
(NBS) is statutorily responsible for primary data collection, data quality assurance, data
analysis and any other issues that may arise regarding data gathering and
dissemination. All the data that will be used in the M&E system shall pass the standard
test defined by the NBS.

Il. Rapid Capacity Building for  Strategic and Technical
Leadership and Coordination in MDAs

Rapid building of capacity for strategic and technical leadership and coordination in MDAs
is a top priority in the implementation strategy.




3.3.3

3.3.4

3.3.5

. Effective Change Management

Change management in the Public Service environment is complex. To secure the
fundamental changes to which the NSPSR aspires requires development and
implementation of change management to ensure the appropriate momentum and traction
are attained. Change leaders and managers in senior positions in central institutions and
MDAs will be empowered and supported to act. Moreover, results in defined change
areas will be demanded from the change leaders and managers, including setting reform-
related targets in performance contracts. Other actions will include specific capacity-
building exercises in MDAs and BPSR; building NSPSR into the curricula of training
centres; motivating public servants to change; and backing all the efforts with a strong
IEC programme.

IV.  Robust M &E and Reporting System

Monitoring and Evaluation are critical in assessing the wide, diverse range of interventions
being implemented under the NSPSR and building a strong evidence base around
achievement of planned NSPSR outputs and impact. BPSR has built in a Results M&E
Framework and Strategy for the NSPSR. This framework will guide the BPSR and other
key stakeholders in the monitoring and evaluation of key and intermediate outcomes of
the NSPSR. This is key seeing that the timeline for the actualization of the NSPSR is
thinning out. Some central government organisations such as the FMFBNP and NBS,
are mandated to monitor and evaluate outcomes. BPSR will coordinate its M&E activities
and outputs with these organisations with a view to ensuring inter-agency cooperation
and synergy in the collection and utilisation of data.

BPSR will work with both FMFBNP and with Reform Coordination functions to collect,
collate, and analyse primary data relating to PSR, and will partner with the M&E
Department of FMFBNP and NBS to provide it with the technical infrastructure and
expertise to fulfil its mandate. M&E instruments will include economic surveys, Public
Service delivery surveys, budget implementation reports, and citizen satisfaction
surveys. ICT will be used for data collection (where appropriate), storage and analysis.
Finally, the regularity of M&E and reporting would be monthly, quarterly, annually,
medium term or long term, as appropriate.

V. A Strong IEC Programme

The strategic objective of the IEC programme is to ensure that a wide spectrum of
stakeholders has the right and timely information and knowledge about the NSPSR on a
continuous basis. A cost-effective strategy for IEC will harness lessons of experience and
take advantage of the platforms already developed to support ongoing and past reform
programmes and activities. The IEC packages for the NSPSR will be tailored to specific
target groups across the Public Service.




3.3.6

VI.  Costing and Funding of Strategic Initiatives of the Building Blocks

The costing and funding of the strategic initiatives under each building block will be
decentralised. Decentralisation of responsibilities and accountabilities is considered to be
vital to ensuring coordinated implementation of the NSPSR. The Reform Coordination
functions in the MDA responsible for coordinating each Pillar (i.e., OSGF, FMFBNP,
NBS, and OHCSF) will coordinate the process of preparing a realistic indicative
programme cost estimates and budgets summary for all strategic initiatives under their
pillar, in liaison with the relevant lead MDAs for each intervention.

The costs of implementation of all parts of the reform programme will be funded through
the Federal Government annual budget, or through donor-financed programmes agreed
between the lead MDA and the donor. The realistic cost estimates of reform initiatives
prepared by the responsible MDAs will be broken down into capital investment and
recurrent costs.

When the cost estimates are prepared, they will take into consideration that some MDAs
already have their own costed strategy documents, including initiatives fully or partially
covered in the NSPSR. The Reform Coordination functions of each pillar coordinating
MDA, with support of the BPSR, will ensure that these budgets for strategic initiatives are
harmonised.
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4. 0 INTRODUCTION

This culture handbook describes the
culture of the MNigerian Federal Civil
Service. It includes our history, vision,
mission, values, beliefs, norms, wvalue
proposition, and practices. It is to help
new officers understand and adapt to
our culture, as well as reinforce and
celebrate the positive culture among
existing officers, It also helps 1o
communicate our ethical codes and
values to external stakeholders, such as
customers, partners, or investors.

4.1 ABOUT THE FEDERAL CIVIL SERVICE

The Federal Civil Service was established
by section 162 of the 1999 Constitution of
the Federal Republic of Nigeria [as
amended) and is made up of officers in
all Federal Ministries and Extra-Ministerial
Departments, They are appointed into
various  positions or  offices, as
functionaries of Government, directly by
the Federal Civil Service Commission
(FCSC) or indirectly by other authorities
within the Federal Civil Service, through
its delegated powers.

The FCSC derives its powers 10 appeoint
officers into the Service from the third
schedule part 1, section |l, sub-section
a) - (b} of the 1999 Constitution of the
Federal Republic of Nigeria, as amended.

Once appointed into the Federal Civil
Service, the responsibility of managing
the career of these officers lies in the
Office of the Head of the Civil Service of
the Federation (OHCSF).

The Head of the Civil Service of the
Federation (HCSF) provides leadership;
direction and guidance to the Federal
Civil Service to enable it to continue to
function efficiently, effectively and
productively as the administrative
machinery of Government. This is 1o
ensure the delivery of Covernment's
policies and programmes aimed at
promoting the common good of the
citizens. g

4.2 MISSION STATEMENT

We provide a professional and efficient
workforce that is merit-based,
accountable, and responsive to the
citizens and other stakeholders,

4.3 OUR VISION

To lead a world-class Service for
accelerated national development

4.4 WHY A CULTURE HANDBOOK?

As a Service, the past decades have been
rife with challenges, We have learned,
and we keep doing 5o, to re-position Civil
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Servants to provide world-class service in
our ever-changing and challenging world
to achieve our nation's optimum
development.

The Nigeria Civil Service seeks to build and
maintainahighstandard of Accountability,
Meritocracy, Professionalism, Loyalty, and
Efficiency among officers within and
across entities (Ministries, Departments
and Agencies (MDAs)). We also seek to
uphold this standard when relating to
citizens, businesses and partners.

We serve hundreds of millions of Nigerians
and non-Nigerians within and outside the
country, and this has its accompanying
pressures. It is, however, an exciting and
life-changing place towork and we pledge
o keep it so.

A culture diagnostic carried out by the
OHCSF from 2017 to 2019 revealed that
most serving officers do not believe that
their services had a significant impact on
the well-being of the citizenry. This
negative mindset is partly responsibie for
their poor work culture and a lack of
innovation in rendering services efficiently
and effectively to the people. The belief
system and wvalue proposition of the
Service, which have been codified as our
core values and principles, are meant to
engender attitudinal and behavioural
alignment with extant rules and
regulations. This is to build a body of Civil

€ &) THEPRESIDENCY
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Servants who are passionate and just in
the discharge of their official duties.

4.5 OUR VALUE PROPOSITION

What sets us apart from any other
organisation is our mandate: we are the

engine of governance with key
contributory roles from the private
sector as stakehelders in the

development process. In this regard, the
OHCSF creates platforms to promote
public-private  partnerships in  the
development of competencies and the
exchange of professional ideas and
knowledge.

The Civil Service is a diverse and inclusive
workplace, and we want to help officers
develop and actualize their full potential.
In relation to this, the Service provides
ample training opportunities for officers
to grow and develop themselves using
our various training facilities across the
country, offering both physical and
online training. We also enable paid
study leave for as much as 4 years for
undergraduate studies.

Additionally, we have a fluid team
structure: people constantly get posted
in, out, and around. Conseguently,
officers will get to meet and interact
with lots of people and can build astrong
network of talents during their time in
the Federal Civil Service.
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5.0 THE IMAGE OF SERVICE

Qur image refers to the global/public
perception of the Service: our impression
of ourselves and the impression others,
lexternal (o the Service) have about us. As
Civil Servants, we ensure that we
consistently project the right image both
withinand outside ourwork environment

OUR IMAGE OF OURSERLVES

The way we see ourselves has a direct
impact on the quality of service we
deliver. Our image is projected through
our behaviour, attitude to work, integrity,
ethics and our depth of knowledge.

Ourimage of ourselves is also showcased
in our appearance, which can determine
how we are perceived, treated, addressed
or received by others, As Civil Servants,
our dressing should be neat and decent
with properly groomed hair, beards and
nails. An officer's dress should be
appropriate for the event hefshe is
attending.

5.2 OUR DRESS CODE

In fostering our image, it Is important to
dress professionally in accordance with
our wark profile, the event we are
attending and the culture of the Service.
It is about projecting professionalism,

confidence and respect for theworkplace
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The details of the acceptable dress code
in the Federal Civil Service are found in
the Appendix [Dress Code) attached to
this handbook,

5.3 OUR WORK ENVIRONMENT

We cperate in an environment that is
cordial, safe and conducive for work, Our
workspaces are clean and tidy, equipped
with furniture and work tools that ensure
maximum productivity,. We strive to
provide a work environment that is void
of items and interactions that are toxic
and hazardous tothe physical, emotional
and mental health of officers.

5.4 OUR STAKEHOLDERS

Cur stakeholders are individuals and
entities, Migerian and non-Nigerian who
interact with us in one way or the other;
either by virtue of the service that we
render, or their use of the information
we provide. They also include those who
support our work or those who will be
affected in some way by the decisions
we take and the things we do.

Qur goal is to project the image of the
Civil Servant as a courteous. helpful,
result-oriented, high performing and
equitable individual who is determined
1o deliver excellent cservice to all
cstakeholders irrespective of their tribe,
race, language, religion or belief system,
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6.0 OUR CORE VALUES

The culture of the Service derives from a
sot of Core Values that also drive the
achievernent of our mission and it is
impertant thateveryofficer understands
what is expected of him or her. The
values areexemplifiedinour interactions
with those within our workspaces: fallow
officers, our superiors and
colleagues, as well as
other stakeholders.
The Core Values of the Federal Civil
Service are explained below:

6.1 ACCOUNTABILITY

Accountability, in terms of ethics and
governance, affirms that we are
answerable, culpable, liable, and
expected to render account of
stewardship. We take personal
respensibility for our actions or ecur
promise to deliver on an agreed
outcome; readiness to own up to our
actions, inactions, judgments, and
failures, and a willingness to subject
ourselves to public scrutiny,

First, we are accountable to ourselves as
officers in the Covernment
establishment. Our pledge is to provide
the best quality service to the citizens/
people and we must hold ourselves
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accountable for ensuring that we do so.

AsCovernment employees and within our work environment,
we are accountable both to our superiors and subordinates.
For superiors, we must report promptly and honestly on
what we have been assigned to do, and o subordinates, we
must show them the right way to get things done in the
Service, leading by example to create trust,

As public officers, we also have a responsibility towards our
stakeholders. Because these groups of people are not with
us every step of the way, it is our sacred responsibility to keep
them abreast and updated, ensuring that our actions are
visible and unambiguous.

We must always ensure that all the four core components of
accountability (participation, evaluation, transparency, and
feedback mechanisms) are present in our operations.

i. Participation
Ensure that expectations are clearly defined and goals
that are realistic, measurable, attainable and time-bound
are set

ii. Evaluation
Assess and understand the relevance of the set goals and
assign/delegate the tasks

iii. Transparency
Clear and honest communication of goals, expectation,
tasks, outcomes, shortcomings to those responsible, is
key.
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iv. Feedback Mechanism and Reward
We encourage a regular feedback system as this is
essential for complete accountability. It creates an
opportunity for exchange of ideas; provides progress/
status reports and makes for proper guidance and
minimal mistakes. Reward and Recognition of
achievement is aiso our hallmark.

Accountability, therefore, 1s completely attained with all
the four components above in play,

6.2 MERITOCRACY

Inthe Service, we provide opportunities to the most capable
and talented individuals. That is, opportunities and rewards
based on demonstrable performance. The Service is poised
to promote accountability and discourage complacency,
by emphasizing the importance of merit over inherited
status. Positions and rewards are distributed according to
merit. It recognizes the power of hard work, talent, and
ambition, asserting that each individual, regardless of their
background, has the potential to climb the Service ladder
on the basis of their capabilities.

This means you get what you work for. We have a strong
focus on evaluation, especially with the entrenchment of
the Performance Management Systemn in all Ministries,
Departments and Agencies within the Service. To deliver
on cur responsibilities as an organisation, we all must work
tagether, collaboratively, towards collective goals. So, we
need every officer to put in his or her best effort when
handling an assignment and [0 consistently seek 1o
improve themselves and their performance. This is the only
way to guarantee recognition and reward.
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Seniors also have the responsibility to train and mentor
their juniors and ensure that they improve their skills and
competencies, Every officer is encouraged to reach out
for help and request support when it is needed.

In our interactions and especially in the selection of
vendors to work with, as officers, we must choose the best
people based on agreed reguirements and set criteria for
selection. We do not encourage or tolerate any form of
nepotism, tribalism, carruption, or unlawful use of power.

We do not lie, we do not cheat, and we do not propose any
unfair practice or scheme.

6.3 PROFESSIONALISM

This refers to our conduct, behaviour, and attitudes in the
workplace, As Civil Servants, what we do and don't do
matters. We must conduct ourselves professionally. This
relates to the way we speak, the way we dress, when we
arrive at work, when we leave the office, how we do our
work, etc. This also guides how we are treated within and
putside the workplace

It is therefore important to ws in the Service that every
officer takes professionalism seriously.

Within the work environment, every officer is expected to
be organised and keep documents and workspace neat.
We relate with colleagues, vendors, partners, citizens and
all stakeholders, irrespective of their gender, grade level,
social class or educational background in a respectful and
professional manner, We exhibit professionalism in the
following areas:



‘THE PRESIDENCY

i i ivi i OFFICE OF THE HEAD OF THE CIVIL
Nigeria Civil Service Culture Handbook S CE G THEFeD R e tON

i. Our Knowledge and Competence 6.4 LOYALTY
We are knowledgeable, skilled, compe
competent and subject matter experts We are loyal and express our loyalty on six
in our field and can deliveron anjale:
assigned tasks. -
ii. Our Conscientiousness i. Loyalty to Country:
We carry out our work diligently and We are first, loyal to the constitution of
THREDLJFOhhgﬂhﬂﬁtU‘GUI’SIakE‘hDMEFE the Federal Republic of Nigeria. We
seriously. have a strong sense of allegiance to
jii.Our Attitude to Work country.
We are positive, goal-oriented, result- . )
driven and proactive team players, ii. Loyalty to the Service: _
We do what it takes to get the job We are loyal to the Federal Civil
done right the first time. We have the Service of Nigeria. This is shown in our
right demeanour (physically and adherence to the rules and regulations
online). We are reliable, communicate as stated in the Public Service Rules
politely and respond in a timely (PSR).
fashion to requests .
iii. Loyalty to our Superiors:
iv.Our Working Hours We are loyal to our superiors showing
Our official work hours are 8am to commitment and dedication in the
4pm, Mondays to Fridays. execution of tasks _ass1gned to us, We
ensure the work given to us succeeds.
v. Our Ethics and Integrity ) .
We are guided by principles and iv. Loyalty to our Suhurdmatgs:
values that ensure we do the right We are loyal to our subordinates
things all the time in every ensuring that we provide Igadershlp
circumstance, whether we are being and mentorship to help minimize
watched or not. errors and mistakes. We also ensure
_ _ our subordinates are carried along in
When we interact with our stakeholders, the activities of the Office.
we project professionalism in our Department, Division, Section or Unit.
conversation and in the neatness of our We protect the interest of those we

appearance. lead.
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v. Loyalty to our Colleagues:
We show loyalty 1o one another, We
work as a team and help one another
to achieve the goals of the
organisation we work with, We also
provide support and look out for the
well-being of our colleagues.

vi. Loyalty to our Stakeholders:
Abiding by the rules and regulations
of the Service all the time we render
excellent service 1o the Citizens,
Vendors and Partners. We are
committed to providing guality
service to our stakeholders and we
carry out our tasks and
responsibilities with excellence and in
the best interest of all Migerians.

We show pride and passion for Public
service by creating and engaging others
in delivering a shared wvision. We value
difference, diversity, and inclusion and
ensure fairness and oppartunity for all,

Cur show of loyalty 1s in the order that is
listed in this handbook. When in doubt,
the one that is listed first supersedes the
next one. That is, our first allegiance is to
our Country, and this supersedes every
other level of layalty.

6.5 EFFICIENCY

Carrying out our tasks efficiently
means working smarter to meet the
set target and completing tasks in
the least amount of time possible

and within available resources, using
time-saving strategies for increased
productivity. This means that we are
innovative in the way we carry out
assigned tasks and the quality of our
work is not compromised. The Service is
committed to the digitalisation and
automation of its work processes. It is
therefore expected that all officers
should be technology savvy and commit
themselves 1o continuous improvement
of their ICT skills.

We embrace innovation and encourage
and reward officers who devise
innovative means of carrying out their
assigned tasks. We constantly seek ways
o manage our time and other resources
better, within our workspaces. Through
our digitalised work platforms, we
ensure that time and resource waste s
eliminated.

We apply proactive, collaborative and
effective time management technigues
in carrying out our assign tasks/duties
and work with our stakeholders to
ensure excellent, timely and fit-for-
purpose service delivery,
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7.0 THE FUTURE OF THE SERVICE

The Service is as old as the nation, we
have made our mark in Nigeria, and we
will continue to do so. We have been
through and survived administrations,
both military and democratic, and our
resilience has brought us this far,

Thanks to our high-performing officers,
we will continue to evolve into the world-
class Service we desire, capable of
delivering sustainable development to
our people. From experience, this is not
an easy feat to achieve, and several
obstacles will be encountered - but
working hard with a strong commitment
and with the support of our stakeholders
and partners, we are confident of
producing excellent results together.
Qur achievements thus far, should be
celebrated by every officer in the Service
and we should realize that every Officer
has a role to play and is part of the future,

Our focus is to build a team of highly
skilled, high performing Civil Servants
who are using innovative work processes
that are streamlined and digitalised,
improved performance management
systemns, Improved management of
IPPIS using the Human Resources
module and enhanced value proposition
(staff welfare).
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The future of the Service is in our hands.
We must ensure that the Core Values of
the Civil Service is imbibed and upheid by
every Officer. This will lead to a paradigm
shift and result in a transformed Civil
Service poised to deliver a3 united and
developed Nigeria.
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DRESS CODE IN THE CIVIL SERVICE without overpowering them, may be
Warr,
[ress Code deals with acceptable
dressing and physical appearance in the Wrist watches, sleek belts, handbags
Work place. fhis portrays a professional, can agd sophistication to dressing,
decent and modest image of the Service
Makeup should be moderate and not
Dressing goes beyond the clothes, the loud,
way the clothes are worn also matter
Dressing  encompasses  grooming, Male hair styles should be decently
accessories, and overall presentation. trimmed. Women should ensure their
hair s well styled with neutral
a. General Dress Code Standards colouring;
s A weil-groomed appearance should
always be maintained. Hair, beards, Facial hair should be trimmed and
nails should be well kept and overall well-maintained. Men with beards or
fygiene should be in check; moustaches should keep them neatly
groomed;
Office wear must be in a subtle
colour, clean and well ironed Confidence is the ultimate accessory
Pasture, paise, eye contact and firm
Male shirts should be buttoned to handshake are important
the neck without exposing the chest,
while fermales should awvold exposing b. Western and Traditional Dressing
their cleavage, Corporate dressing etiguette is the art
of dressing formally and professionally
Shoes must be polished and the in accordance with work profile and
colour and pattern must be decent organisation culture. It s about
Women should endeavour to wear projecting professionalism, confidence
shoes with moderate heals; and respact for the workplace

Subtle fragrances can be used to Well-designed/tailored western outfits
complement looks and leave a lasting and traditional attires that reflect the
IMpression; cultural image of the Country are

considered acceptable dressing In the
Accessories that enhance outfits, Civil Service
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Western Dressing
Western inspired outfits for women
include: skirts, blouses, dresses/
gowns, suits (skirts, dress and
trouser suits), etc.

For men dress shirts, trousears, two-
piece and three-piece suits, blazers/
jackets and ties, etc,

8.2
ii. Traditional Dressing:

For women, traditional corporate
dressing includes: the use of
traditional printed fabric to create
modern, professional outfits such
as blouses, skirts, and dresses. Local
styled wrappers and blouses are
permissible as long as the designs
maintain a corperate look,

For men, this typically includes:
formal two-piece outfits styled
according to designs peculiar to
various parts of the country or
complete  three-piece ensemble
with matching cap and appropriate
shoes,

8.3 iii. Religious dress codes regarding

length of outfits and hair covering
can be accommeodated as long as
the overall dressing maintains a
professional, formal and corporate
outlook.

8.4 c,

8.5

Unacceptable Dressing
These are clothing items that are
considered unprofessional and are
nat permissible in the workplace

i. Male and female clothing such as
jeans, nipped jeans, t-shirts and
sneakers, loud prints, vibrant hues
oranygraphicsand logos, excessive
and oversized accessories and

jewellery, ill-Fitting clothes;
excessive and  loud makeup;
unkempt facial hair and hair

generally; inappropriate hair colour
in the work place ie. colours that
are unnatural,

Slippers, beanies, leather dusters,
face-caps, imprinted shirts with
logos, bow-ties, popped collars,
cleeveless cloth, hoodies or any
type of sport wear [(except on
sports days), political hats, shorts,
furs, heavily distressed clothing,
bling neckwear, sandals, etc,

d. Dressing Categorisation

An  officer's dressing should be
appropriate for the event hefshe is
attending. Events can be categorized
as: Strictly Formal, Official and
Informal,

8.6
See Table 1 below for details on 34

accepted dressing for the various event

cat

eqgories.
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Table 1: Acceptable Dressing for Various Events

Gender

Event Category Events

Attire Type

Fermale

a Strictly All Government Traditional Attires made with lecalltraditional fabrics, Attires made with local! traditional fabric into
functions and e.g., wrapper and a blouse with headgear, | complete two or three-piece outfits - top (long
Formal engagement skirt and blouse, kaftan, a dress (maxi, midi, or short sleeves) and trouser, kaftan, etc - all
including but not above the knee and not sleeveless) | complemented with a cap. Feotwear should be
High-level with or without a head cover or Hijab. formal,
meetings, Dinners, Footwear should be farmal. |
Inaugurations, Western Skirt, trouser, or dress suit, cocktall dress, | Suit, complete with a shirt and tie (regular and
Diplomatic dinner dress (maxi, midi, but not above ‘bow tie), Tuxedo etc.
engagements the knee and not sleeveless), with or NB: Neutral coloured suits are advised
without hijab. Footwear should be formal. Footwear should be formal.
b Farmal Work, Traditional Attires preferably made with local/ A top (long or short sleeves) and trouser made
Formal meetings, traditional fabrics e,g. skirt and blouse, preferably with African fabric. Cap is optional.
Official kaftan, a dress maxi, midi but not above the Footwear should be formal,
Assignments, knee and not sleeve-less) with or without
Dinners head cover or Hijab. Footwear should be
formal.
Western Skirt, trouser or dress suits. A formal shirt and tie, advisably with a jacket (A
Skirt or trouser with a shirt or blouse jacket is a must for officers above G.L 12. French
Footwear should be formal. suits and blazers are permissive. Footwear
should be formal.
€ Informal Sporting, Traditional Trousers and Three-Quarters, Trousers, Jeans and shirt (short or long sleeves)
Office get-together Jeans and T-shirt (short ar long sleeves) and and all (b} abave
all (b} above
Western Tracksuit, jeans and shirt, skirt and blouse | Tracksuit, jeans and shirt (short or long sleeves)
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9.0 LIST OF ABBREVIATIONS
ACTI Anti-Corruption and Transparency Initiative

ACTU Anti-Corruption and Transparency Unit

ADR Alternative Dispute Resolution

AGF Accountant General of Federation

ALGON  Association of Local Government of Nigeria

APER Annual Performance Evaluation Review

ASCON  Administrative Staff College of Nigeria

AuGF Auditor General of the Federation

ATRRS Accounting Transaction Recording and Reporting System

BOF Budget Office of Federation

BPE Bureau of Public Enterprises

BPP Bureau of Public Procurement
BPSR Bureau of Public Service Reforms

BUDFOW Business Development Fund for Women

CAC Corporate Affairs Commission

CBN Central Bank of Nigeria

CCB Code of Conduct Bureau

CBO Community Based Organization

CGS Conditional Grant Scheme

CIDA Canadian International Development Agency
CIN Chief Justice of Federation

CMD Centre for Management Development
CMO Carrier Management Office

COFOG  Codification of Functions of Government
CPI Corruption Perception Index

CS Civil Service

CSA Civil Service Administration

CSAR Country Self-Assessment Report
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CSC Civil Service College
CSR Civil Service Reform

CSsO Common Services Office

CSOs Civil Society Organisations
DFE Disability Friendly Environment

DFID  Department for International Development

DG Director General

DISCO Distribution Company

DMO  Debt Management Office

EBP Evidenced Based Policy-making

ECM  Enterprise Content Management (ECM)
EDMS Electronic Data Management System

EFCC Economic and Financial Crimes Commission
EEG Export Expansion Grant

EITI Extractive Industries Transparency Initiative
EMT Economic Management Team

EPIC Efficient, Productive, Incorruptible and Citizen-centered
ERGP Economic Recovery and Growth Plan

EU European Union

FAAC Federation Accounts Allocation Committee
FC Federal Character

FCC Federal Character Commission

FCMA Finance (Control and Management) Act 1990
FCS Federal Civil Service

FCSC Federal Civil service Commission

FCT Federal Capital Territory

FCTA Federal Capital Territory Administration

FEC Federal Executive Council
FG Federal Government




FGN
FGD
FGN
FISH
FIRS
FME
FMFBNP
FMJ
FMWASD
FMT&
FOI

FOI Bill
FRA
FRC
FRSC
FPSRP
FSP

FSS
GDP
GEEP
GIFMIS
GRF
HOS
HOSF
HR
HRM

HSE
ICAC
ICPC

Nigeria Civil Service Culture Handbook
Federal Government of Nigeria

Focus Group Discussion

Federal Government of Nigeria

Federal Integrated Staff Housing

Federal Inland Revenue Service

Federal Ministry of Education

Federal Ministry of Finance Budget and National Planning
Federal Ministry of Justice

Federal Ministry of Women Affairs and Social Development
Federal Ministry of Trade and Investment (Industry)
Freedom of Information

Freedom of Information Bill

Fiscal Responsibility Act 2007

Federal Responsibility Commission

Federal Road Safety Commission

Federal Public Service Reform Programme

Fiscal Strategy Paper

Functions, Structures and Staffing

Gross Domestic Product

Government Enterprise and Empowerment Programme
Government Integrated Financial Management Information System
Governance Reform Facility

Head of Service

Head of Service of the Federation

Human Resource

Human Resource Management

Health, Safety and Environment
Independent Commission against Corruption

Independent Corrupt Practices Commission

A
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ICRC Infrastructure Concession Regulatory Commission
ICT Information Communication Technology

ID Identity

IEC Information, Education and Communication
IFEMIS Integrated Financial Management Information System
IGR Inter-Governmental Relations

ILO International Labour Organization

IMF International Monetary Fund

IMTT Inter-Ministerial Technical Team

IPCR Institute for Peace and Conflict Resolution

IPOs Initial Public Offers

IPPIS Integrated Personnel and Payroll Information System
IPSAS International Public Sector Accounting Standards
IRC Infrastructure Regulatory Commission

JSC Judicial Service Commission

KPIs Key Performance Indicators

LGAs Local Government Authorities

M&E Monitoring and Evaluation

MDAs Ministries, Departments and Agencies

MDGs Millennium Development Goals

MDI Management Development Institute

MOF Ministry of Finance

MOJ Ministry of Justice

MRD Ministry of Rural Development

MSMSEs Micro, Small and Medium Scale Enterprises
MSTO Mandatory Structured Training Project
MTEF Medium Term Expenditure Framework

MTFF Medium Term Fiscal Framework
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MTSS Medium Term Sector Strategy

MWA Ministry of Women Affairs

NALDA National Land Development Agency

NAPEG National Action Plan on Employment Creation
NASS National Assembly

NBS National Bureau of Statistics

NCOA National Chart of Accounts

NCP National Council on Privatisation

NCS National Council of States

NDDC Niger Delta Development Commission

NDE National Directorate of Employment

NEDC North East Development Commission

NEEDS -2 National Economic Empowerment and Development Strategy - 2
NEITI Nigeria Extractive Industries Transparency Initiative
NEMT National Economic Management Team

NERC Nigerian Electricity Regulatory Commission

NESG Nigerian Economic Summit Group

NGO Non-Governmental Organization

NHIS National Health Insurance Scheme

NIP National Implementation Plan

NIPC Nigeria Investment Promotion Council

NRIC National Research and Innovation Council

NRIF National Research and Innovation Fund

NIRP Nigeria Industrial Revolution Plan

NISER Nigerian Institute for Social and Economic Research
NITDA National Information Technology Development Agency
NJC National Judicial Council

NMB National Manpower Board

NOA National Orientation Agency
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NPC National Planning Commission

NSA Non-State Actors

NSCDC  National Security and Civil Defence Corps
NSIP National Social Investment Programme

NSIWC National Salaries, Income and Wages Commission
NSPSR National Strategy for Public Service Reform

NV2020  National Vision 20:2020

NNPC Nigeria National Petroleum Corporation

OAGF Office of the Accountant General of the Federation
OAuGF Office of Auditor General of the Federation

OHCSF  Office of the Head of the Civil Service of the Federation

OGP Open Government Partnership
OSGF Office of the Secretary to the Government of the Federation
PAC Public Accounts Committees

PAYG Pay As You Go

PBB Performance-Based Budgeting

PCC Public Complaints Commission

PEs Public Enterprises

PEM Public Expenditure Management
PETSs Public Expenditure Tracking Surveys
PFM Public Financial Management

PFMR Public Financial Management Reform
PIB Petroleum Industry Bill

PHCN Power Holding Company of Nigeria
PPA Public Procurement Act

PPP Public-Private Partnership

PS Permanent Secretary

PSA Public Service Administration

PSR Public Service Reform




PTAD
PSIN
PWDs
RBDAs
R&D
SACs
SAls
SC
SCR
SDG
SDGs
SDPs
SEEDS
SERVICOM
SGF

SJG

SME
SMEs
SMEDAM
SPARC
SPSO

STI
SURE-P

TAM

T

TIN
TNA
TSA
TUGAR
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Pension Transitional Arrangement Department
Public Service Institute of Nigeria

Persons with Disabilities

River Basin Development Authorities

Research and Development

Skills Acquisition Centres

Standard on Auditing by Supreme Audit Institutions
Steering Committee

Steering Committee on Reforms

Sustainable Development Goal

Sustainable Development Goals

State Development Programmes

State Economic Empowerment and Development Strategy
Service Compact with All Nigerians

Secretary to the Government of the Federation

Security Justice and Growth

Small and Medium-scale Entrepreneur

Small and Medium Enterprises

Small and Medium Enterprises Development Agency of Nigeria
State Partnership for Accountability Responsive and Capacity
Service Policies and Strategy Office

Science, Technology, and Innovation
Subsidy Reinvestment Programme

Turn Around Maintenance
Transparency International
Taxpayer |dentification Number
Training Need Analysis
Treasury Single Accounts

Technical Unit on Governance and
Anti-Corruption Reforms
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UK DFID
UNDP
USAID
VFM
VSAT
WOFEE
ZBB
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UK Department for International Development
United Nations Development Programme

United States Agency for International Development
Value for Money

Very Small Aperture Terminal

Women Fund for Economic Empowerment

Zero-Based Budgeting
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